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PILOT FEMALE MENTORING AND DEVELOPMENT PROGRAM
PARTICIPANT ROSTER

Last Name First Name E-mail Address Role Phone Division Job Category Region [Matched with
Austin, P.E. Wanda H. whaustin@ncdot.gov Mentor 828 631-1139 DOH/14 Proposals Engineer Central  [None

Bales Juanita J. Ihamilton@ncdot.gov Mentor 828-726-2512 DOH/11 TS| Central [Jamie Lynn Barnhardt
Barnhardt Jamie Lynn jlbarnhardt@ncdot.gov Mentee 336-629-1423 DOH/8 Transportation Tech | Central  |Juanita Bales
Hamilton Louise lhamilton@ncdot.gov Mentor 828-726-2512 DOH/11 Processing Assistant Ill Central  |Tikisha Mwetta
Matthews Denean Renee  [drmatthews@ncdot.gov Mentor 336-896-7021 DOH/9 Office Assistant IlI Central |Carol C. Myers
Mwetta Tikisha tmwetta@ncdot.gov Mentee 828-298-0692 DOH/13 Processing Assistant Ill Central |Louise Hamilton
Myers Carol C. jcmyers@ncdot.gov Mentee 704-878-4220 DMV/DL/Dist. J. |Driver License Examiner Central |Denean Renee Matthews
Cogdell Conzuela cbcogdell@ncdot.gov Mentee 919-835-8278 DOH/Bridge TE | Eastern |Tasha Johnson, P.E.
Fussell, P.E. Karen Eason kfussell@ncdot.gov Mentor 910-592-6174 DOH/3 District Engineer Eastern |Matti Lee McLamb
Griffin Tonya tgriffin@ncdot.gov Mentor 252-830-3490 DOH/2 Business Officer Eastern |Laura Joy Main
Johnson, P.E. Tasha Nichole tnjohnson@ncdot.gov Mentor 919-220-4750 DOH/5 District Engineer Eastern |Conzuela Cogdell
Johnson, P.E. Tasha Nichole tnjohnson@ncdot.gov Mentor 919-220-4750 DOH/5 District Engineer Eastern [Doreen Smith
Johnson, P.E. Wendi O. wojohnson@ncdot.gov Mentor 252-237-6164 DOH/4 Division Construction Engr. Eastern |[Francesca Lea, Ph.D.
Johnson, P.E. Wendi O. wojohnson@ncdot.gov Mentor 252-237-6164 DOH/4 Division Construction Engr. Eastern |Maria Rogerson, P.E.
Lea, Ph.D. Francesca flea@ncdot.gov Mentee 919-835-8276 DOH/Bridge TE | Eastern |Wendi Johnson, P.E.
Liles Kesha kliles@ncdot.gov Mentor 252-237-6164 DOH/4 Business Officer Eastern |Alison Roach

Main Laura Joy Imain@ncdot.gov Mentee 919-861-3301 DMV/DL Mgr. Eastern |Tonya Griffin
McLamb Matti Lee mimclamb@ncdot.gov Mentee 919-731-7938 DOH/4 Asst. District Engr. Eastern |Karen Fussell, P.E.
Roach Alison aroach@ncdot.gov Mentee 919-861-3390 DMV/VS Administrative Officer Eastern |Kesha Liles
Rogerson, P.E. Maria A. marogerson@ncdot.gov Mentee 252-830-3495 DOH/2 Sr. Asst. Resident Engr. Eastern |[Wendi Johnson, P.E.
Smith Doreen dbsmith@ncdot.gov Mentee 919-835-8041 DOH/5 Administrative Officer Il Eastern |Tasha Johnson, P.E.
Arellano, P.E. Terry tarellano@ncdot.gov Mentor 919-715-5482 X393 |DOH/TPB TES 1l Raleigh |Natalie Lockhart
Beatty Sonya svbeatty@ncdot.gov Mentor 919-733-7694 X326 |DOH/ROW Accountant Il Raleigh |Anita Rush

Boyd Charlotte cboyd@ncdot.gov Mentee 919-215-3100 DMV/VS Central Hearing Supervisor  |Raleigh |Theresa Ellerby
Brown Dorothy dmbrown@ncdot.gov Mentor 919-861-3203 DMV/DL Processing Assistant V Raleigh |Amber S. Nunnery
Burris Nicole nburris@ncdot.gov Mentor 919-733-2522 Comm. Ofc. Deputy Director, PI Raleigh |Barbara Webb
Christy Barbara bachristy@ncdot.gov Mentee 919-861-3556 DMV/VS Inform. Processing Tech Raleigh |Jill Stewart

Dickens, P.E. Missy mdickens@ncdot.gov Mentor 919-733-7844 X293 |DOH/PDEA Staff Engr. Raleigh |Rachel Evans
El-Amin, P.E. Jameelah jelamin@ncdot.gov Mentee 919-733-7844 X362 |DOH/PDEA Proj. Planning Engr Raleigh |Beverly Robinson
Ellerby Theresa tellerby@ncdot.gov Mentor 919-733-7844 X266 |DOH/PDEA Proj. Planning Engr Raleigh |Charlotte Boyd
Evans Rachel rcevans@ncdot.gov Mentee 919-250-4100 DOH/Hydraulics |TE | Raleigh |Missy Dickens, P.E.
Graham, P.E. Kristine O. kograham@ncdot.gov Mentee 919-733-7844 X311 |DOH/PDEA Proj. Planning Engr Raleigh |Robin Maycock
Hackler, P.E. Nicole M. nmhackler@ncdot.gov Mentor 919-212-3154 DOH/ADU TE Il Raleigh |Leigh M. Wing, P.E.
Hernandez Aurea ahernandez@ncdot.gov Mentor 919-715-5663 BSIP Technology Support Raleigh |Faith Baxter Stuart
Hummel Cyndy cdhummel@ncdot.gov Mentee 919-715-1623 DOH/PDEA Office Assistant IV Raleigh |Tonya Morgan

Jones Theresa theresajones@ncdot.gov Mentee 919-861-3660 Fiscal (DMV) DMV Revenue Acct'g Supvr. |Raleigh [Stephanie J. King
King Stephanie siking@ncdot.gov Mentor 919-733-3624 X452 |Fiscal Director, Accounting Raleigh |Theresa Jones

Lee Sherry splee@ncdot.gov Mentee 919-861-3355 DMV/Cmr. Ofc  |Administrative Asst. Raleigh |Sandy Nance
Lipscomb Sharon slipscomb@ncdot.gov Mentor 919-508-1830 OCR Title VI/EJ Manager Raleigh |Becky Shamika White
Lockhart Natalie nnlockhart@ncdot.gov Mentee 919-715-5508 DOH/PDEA TE | Raleigh |Terry Arellano, P.E.
Manley Portia pmanley@ncdot.gov Mentor 919-861-3180 DMV/VS Assist. Director Raleigh |Beth Neely

Maycock Robin L. rmaycock@ncdot.gov Mentor 919-861-3781 DOH/REU Env. Ops. Engr. Il Raleigh |Kristine O. Graham, P.E.
McMillan Tenika tcmemillan@ncdot.gov Mentee 919-861-3020 DMV/Cmr. Ofc  |Legislative Coordinator Raleigh |Johanna Reese
Morgan Tonya tbmorgan@ncdot.gov Mentor 919-733-7384 DOH/HwyAdm  |Executive Assistant Raleigh |Cyndy Hummel
Nance Sandy snance@ncdot.gov Mentor 919-733-7384 DOH/HwyAdm  |Asst. State Hwy. Admin. Raleigh |Sherry Lee

Nance Sandy snance@ncdot.gov Mentor 919-733-7384 DOH/HwyAdm  |Asst. State Hwy. Admin. Raleigh |Casey Schmidt

Neely Beth eaneely@ncdot.gov Mentee 919-733-1166 DOH/OEQ Mgmt. Engr. | Raleigh |Portia Manley
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PILOT FEMALE MENTORING AND DEVELOPMENT PROGRAM
PARTICIPANT ROSTER

Last Name First Name E-mail Address Role Phone Division Job Category Region [Matched with

Nunnery Amber S asnunnery@ncdot.gov Mentee 919-715-5931 GSD Processing Assistant Ill Raleigh |Dorothy Brown

Rainey Caresha Wall cwall@ncdot.gov Mentor 919-861-3736 DMV/IRP Inform. Process. Tech. Raleigh |None

Reese Johanna jhreese@ncdot.gov Mentor 919-733-2520 Secretary's Ofc. |Legislative Liaison Raleigh |Tenika McMillan
Robinson Beverly brobinson@ncdot.gov Mentor 919-733-7844 X254 |DOH/PDEA Proj. Plann'g. Engineer Raleigh |Jameelah EI-Amin, P.E.
Royster Gail Perry gproyster@ncdot.gov Mentee 919-861-3054 DMV/VS Administrative Asst. Raleigh |Bonnie Tripp Simmons
Rush Anita amrush@ncdot.gov Mentee 919-733-3624 X354 |DOH/Fiscal Payment Audit Supvr. Raleigh |Sonya Beatty

Schmidt Casey csschmidt@ncdot.gov Mentee 919-861-3008 DMV/Cmr. Ofc  |Administrative Asst. Raleigh |Sandy Nance

Simmons Bonnie T. btsimmons@ncdot.gov Mentor 919-733-7935 X331 |DOH/ROW State Administrative Agent Raleigh |Gail Perry Royster
Stewart Jill jestewart@ncdot.gov Mentor 919-707-2022 BSIP Technology Support Raleigh |Barbara Christy

Stuart Faith Baxter fbsuart@ncdot.gov Mentee 919-212-6100 DOH/IT Tech Support Analyst Raleigh |Aurea Hernandez
Taylor Theresa ttaylor@ncdot.gov Participant |919-835-8201 DOH/Bridge Administrative Asst. Raleigh |None

Teeters Cheryl csteeters@ncdot.gov Mentee 919-733-1200 DOH/OEQ Administrative Asst. Raleigh |Caresha Wall Rainey
Webb Barbara bwebb@ncdot.gov Mentee 919-861-3299 DMV/DL Mgr. Raleigh |Nicole Burris

White Becky Shamika  [bswhite@ncdot.gov Mentee 919-716-5611 DMV/VS Title Examiner Supvr. | Raleigh |Sharon Lipscomb
Williams Shandella Pone |spwilliams@ncdot.gov Mentee 919-733-7932 X300 |DOH/ROW ROW Agent Il Raleigh |Paula Windley

Windley Paula pwindley@ncdot.gov Mentor 919-861-3331 DMV/VS Administrative Officer Raleigh |Shandella Pone Williams
Wing, P.E. Leigh M. Imwing@ncdot.gov Mentee 919-835-8239 DOH/Bridge TE | Raleigh |Nicole M. Hacker, P.E.

Program Manager:
Program Email:

Priscilla Tyree

pmtyree@ncdot.gov

dotfemalementoring@ncdot.gov

919-733-7932 ext. 356
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ISSUE TO BE REVIEWED (HYPOTHESIS)

Improvement of talent management was identified as one of five transformation initiatives for the Department.
The diagnostic showed the Department’s talent systems are failing to recruit and retain critical talent, drive
employee performance, and retain top managers. Drawing on best management practices of industry and the public
sector, the Department’s reinstatement of the pilot female mentoring program was viewed as an important step to
improve retention and reinvigorate employee development. The first pilot female mentoring program, which was
initiated in 2005, was restricted to female employees working in the Raleigh area. That program was an outcome of
the Special Emphasis Project (SEP), a project endorsed by the State Personnel Commission, Office of State
Personnel, to address concerns of females employees within the state government employment system.

The Female Mentoring & Development Program was one of two pilots initiated by TMT — one utilizing formal
mentoring concepts and the other, informal. At its conclusion, data and lessons learned would be used to develop a
statewide mentoring program for all employees of all classifications.

RESEARCH AND FINDINGS

The OSP annually submits reports to the General Assembly. These reports detail the workforce representation,
promotions, disciplinary actions, and performance management ratings for the state employee population. Over the
years, these reports have been analyzed and results have indicated trends relating to several demographic groups.

To address these concerns, the SEP was initiated.

The SEP report for female employees identified the following trends within state government:
0 Female employees make up 48.9 percent of the total state (SPA) workforce yet comprise 71.5 percent of the
low wage occupations.
0 African-American females hold the majority of low wage occupations.
0 Female-dominated jobs are often paid less than male-dominated jobs even if they require the same or a
greater amount of education, experience, and responsibilities.
0 There is limited representation of females in occupations that have decision-making responsibilities.

Specific demographic data for the female employee population within the Department, as reported in the North
Carolina Department of Transportation 2007 Equal Employment Opportunity Plan, is presented below. Page
references in the report are provided in parenthesis.

0 The Department did not meet its goal for female representation within its employee population. Actual
percentages for 2006 indicate 15.3 percent of the employee population was comprised of white females, 5
percent was black females, 0.2 percent was Hispanic females, 0.3 percent was Asian females, and 0.3 percent
was American Indian females. The goal was 48 percent for the aggregate female representation, but the
actual representation was 21.3 percent. (page 18) Individual goals were as follows: 35 percent for white
females, 10.2 percent for black females, 2.4 percent for Hispanic females, 0.5 percent for Asian females, and
0.5 percent for American Indian females.

0 The Department did not meet its goal for other minority females (other than black females) and white
females for management-related occupations. (pages 20 — 21)

0 For officials and administrators, the Department did not meet its goal for workforce representation for
white and other minority females. (page 20)

0 Workforce representation in management-related occupations for black and other minority females declined
in 2006. While the Department met its goals for black females, workforce representation goals for white
and other minority females were not met. (pages 20 — 21)



0 For professional occupations, the Department did not meet its goal for workforce representation for
females, although numerical representation increased since 2004 for white and black females. (pages 21 —
22)

0 The Department did not meet its goals for white, black, and other minority females for technician and
technologist classifications. (page 22)

0 For administrative support, the Department exceeded its goals for white and black females. The goal for

other minority females; however, was not met. (page 23)

For protective services, the Department did not meet its goals for females. (page 23)

(@)

0 The Department did not meet its goals for white, black, and other minority females for skilled craft
occupations. (page 24)
The Department did not meet its new hire goals for females. (page 25)

(@)

0 While the Department met its promotion goals for black and Asian females, it did not meet its goals for
white, Hispanic, and American Indian females. (page 20)

The North Carolina Department of Transportation 2007 Equal Employment Opportunity Plan (Plan) states “The
purpose of the Department’s Equal Employment Opportunity Plan is to facilitate greater inclusiveness of all persons across all job
categories. "This purpose may be accomplished by shifting the focus of employment to historically underrepresented
groups, and demonstrating a concerted good faith effort toward their recruitment, selection and
development pursuant to the Department’s EEO Plan and its Merit Based Employment policy.” [emphasis
added] Despite this declaration, the Department’s EEO Office did not embrace the Pilot Female Mentoring &
Development Program as a means to “demonstrate a concerted good faith effort toward their recruitment and
development.” The Plan lacks any substantive programs designed to meet goals established for females —a
documented underrepresented group in the state government system. The only two female-focused programs
highlighted in the Plan, Introduce A Girl To Engineering Day and Bennett Power Girls College Day, are targeted to high
school-aged young women and not the Department’s female employee population.

The development of female mentoring programs was identified as an action item from the SEP. The Department
was selected as one of two agencies to implement the pilots. A formal mentoring program for female employees
was started in 2005. This program was considered successful and the program was used as the foundation for this
TMT initiative. Consequently, the 2005 pilot was modified using organizational development methodologies for
statewide application. A survey was conducted among the 2005 program participants to gather data on the pilot and
obtain lessons learned for this pilot. The survey participation rate was 40 percent.

Significant changes were necessary to modify the 2005 pilot to a statewide program. Specific changes were:
0 Mentor-mentee assignments were based on needs of the mentee(s). However, regional program

location assignments were based on the location of the mentor.

Provided mentoring training,

Obtained buy-in from division/unit/branch/section to ensure patticipation.

Increased accountability for all participants.

Allowed lunch time to be a networking opportunity rather than work session.

Increased number and duration of learning sessions, and expanded curriculum topics.

Required reporting of activities apart from monthly sessions.

O OO0 O0OO0OO0Oo

Created four regional programs (Central, Eastern, Western, and Raleigh/Wake County) with identical
programs.

(@)

Modified name of program to reflect emphasis on professional development.

Utilization of outside faculty. Office of State Personnel (OSP) provided faculty at no additional cost.
For the November Learning Session, the Myers-Briggs Type Indicator assessment, NCDOT paid for
the assessment instrument and accompanying workbook. Learning session topics taught by OSP faculty

(@)



included Interviewing Skills & Communicating Your Way to Success; Life Skills — Balancing
Professional and Personal Challenges; and Myers-Briggs Type Indicator Assessment.
0 Hold Program Kick-off and Closing Celebrations

On October 25, 2007, Roberto Canales, P.E., Project Manager for the TMT issued to the DOT employee
population via Distribution A, an email entitled, “NCDOT Talent Initiatives — Formal Mentorship Programs.” This
email announced the Secretary’s approval of TMT’s recommendation to develop a department-wide mentoring
program to enable the “DOT to transform to a coaching culture that builds an effective workforce for the future.”
Part of this effort was the reinstatement of the Raleigh-based Female Mentoring Program, which was initiated in
2005 as a pilot. The 2005 pilot was modified for a statewide application and named a pilot because no mentoring
programs had been available to employees outside of the Raleigh area.

Prior to the program’s announcement, a concerted marketing effort was made to enlist the support of senior and
executive management. Workgroup members made program presentations to Commission Bill Gore (DMV), Jon
Nance (DOH), and Debbie Barbour (DOH) to enlist support. In addition, overviews of the pilot program were
presented at the DOH Operations Staff Meeting and the One DMV meeting. DOH and DMV were selected for
these targeted marketing efforts because the greatest potential of participants worked in these divisions. A
Distribution A presented to the DOT employee population the program in January and the kick-off celebration was
held on February 26, 2008.

The demographics of the Pilot Female Mentoring & Development Program were as follows:
0 29 mentors — initial, 30 — at program end.
0 31 mentees — initial, 28 — at program end. Two participants left the Department for other job
opportunities.
0 Participants were from BSIPS Center, Communications Office, DOH, DMV, Fiscal Division, General
Services Division, Information Technology, Office of Civil Rights & Business Development, Office of
Environmental Quality, and Secretary’s Office.

(@)

Classifications include administrative, technical, financial, and customer-service oriented.

0 'Three regions: Raleigh/Wake County, Eastern, and Central. The few participants from the Western
Region were absorbed into the Central Region.

A mid-term survey was conducted to assess the program’s effectiveness for the first six months. The survey was
launched utilizing Survey Monkey with a participation window that extended from July 10, 2008 through July 18,
2008. The overall survey participation rate was 73 percent (Mentors — 73 percent and Mentees — 72 percent).
Survey was composed of 24 questions: 14 short-answer type questions, eight 5-point Likert Scale questions, and
two three-point Likert Scale questions. A copy of the survey with the raw data is attached in Appendix A.

Overwhelmingly, survey participants stated that they would serve as mentors: 95.5 percent of mentors stated that
they would serve as mentors again and 80 percent of mentees stated that they would be willing to serve as mentors
in the future. The program’s effectiveness in meeting the needs of the participants also received stellar marks: 52.4
percent of the mentors rated the program as effective in meeting their needs while 47.6 percent rated the program
as very effective. Similarly, 45 percent of mentees rated the program as effective in meeting their needs while 55
percent rated the program as very effective for the same category.

73 percent of mentors and 76 percent of mentees believed that their relationship would continue after the program
concludes. This indicates that once the formal/planned mentoring program ends, participants will still engage in an
informal mentoring relationship.



Final program surveys were launched in November. Surveys were developed for mentors, mentees, and the
supervisors of the participants. Supervisors’ input was solicited to understand perceptions and observations of the
program from outsiders. As with the mid-term program survey, Survey Monkey was the survey vehicle. The
participation window began on November 17" and ended on December 4™

As mentioned, three surveys were launched: separate surveys for mentors, mentees, and supervisors were created
and links to the specific survey was provided in an email. Surveys for mentors and mentees were composed of 29
questions: 10 multiple choice questions, seven short-answer questions; three yes/no questions; seven five-point
Likert scale questions and two three-point Likert scale questions. Fourteen questions comprised the survey for the
supervisors: four multiple choice questions, four short-answer questions, one yes/no question, three five-point
Likert scale questions, and two three-point Likert scale questions. Overall participation for the final program
surveys was excellent: 44 percent for the supervisors; 67 percent for the mentors; and 86 percent for the mentees.
Average participation rate for the program participants was 76 percent.

The final program survey results indicated that 75 percent of mentees have worked in state government and the
Department for 5 years or less. Conversely, 55 percent of the mentors have worked for the Department 10 years or
less and 95 percent of the mentors have worked in state government for at least 25 years. Careers represented were
equally distributed with 40 percent of mentors and 45.8 percent of mentees in administrative positions; 15 percent
of mentors and 12.5 percent of mentees in customer service positions; and 45 percent of mentors and 45.8 percent
of mentees in technical fields.

Generally, individual course evaluations for the learning sessions indicated a desire for the curriculum to continue in
a statewide mentoring program. Curriculum topics were Invisible Rules: Men, Women, & Teams and Team
Building; It’s Your Career! Take Charge! State Application, Employee Profiles, & Merit-based Hiring; DOT
Organizational Overview & Career Day Panel; Transformation Overview and Status, TMT Talent Management
Update: Results-based Performance Management, Performance Metrics, and HR Initiatives; Conflict Resolution &
Negotiation Strategies; Leadership Skills; Interviewing Skills & Communicating Your Way to Success; Life Skills —
Balancing Professional and Personal Challenges; and Myers-Briggs Type Indicator Assessment.

Concerning the curriculum, mentors ranked the session topics most beneficial to their career development as 52.6
percent — Invisible Rules: Men, Women, and Teams, and Team Building and Myers-Briggs Type Indicator
Assessment; 26.3 percent — Conflict Resolution and Negotiation Strategies and Life Skills — Balancing Professional
and Personal Challenges; and 21.1 percent — It’s Your Career! Take Charge! State Application, Employee Profiles,
and Merit-based Hiring. 306.8 percent of mentors felt that all of the session topics were beneficial to their career
development. Mentees surveyed ranked the session topics most beneficial to their career development as follows:
50 percent - Invisible Rules: Men, Women, and Teams, and Team Building; 29.2 percent — Myers-Briggs Type
Indicator Assessment; and 25 percent - Conflict Resolution and Negotiation Strategies; and Leadership Skills.
Nearly 63 percent of mentees surveyed felt that all of the session topics were beneficial to their career development.

The TMT Talent Management Update: Results-based Performance Management, Performance Metrics, and HR
Initiatives was considered by mentors surveyed as the session topic least beneficial to their career development with
47.4 percent. Mentees concurred with 54.2 percent surveyed ranking it as the session topic least beneficial to their
career development. It is anticipated that this course would not be offered in the statewide mentoring program as
the formal TMT effort has been completed.

89.5 percent of mentors stated that they would be willing to serve as mentors again and 87.5 percent of the mentees
stated that they would serve as mentors. It is expected that many of the program participants will consider serving
as mentors in the statewide mentoring program.



As stated earlier, supervisors of participants were asked to complete the final survey of the program. The
participation rate of their survey was 44 percent. 87.5 percent of surveyed supervisors had never had an employee
under their purview to participate in a mentoring program. Most promising was the response to the query, “How
were office operations affected by this employee’s absence resulting from attending this program?” 100 percent of
the respondents indicated that office operations were minimally affected, if at all (62.5 percent — minimally and 37.5
percent — not at all). Although 40 percent of the supervisors were neutral in observing a positive change in their
employees upon return from the monthly learning sessions, 60 percent strongly agreed and agreed that their
employees’ performance had improved since participating in the program. Equal percentages (46.7 percent) were
likely and very likely to recommend another employee to participate in a mentoring program. This indicates an
opportunity exists to work with our leadership in recognizing the importance of employee development and the
responsibility of leadership to create an environment for that development to occur. 93.9 percent strongly agreed
and agreed that employee development opportunities are essential in achieving the Department’s goals of “Making
our organization a place that works well” and “Making our organization a great place to work.”

Mentors surveyed rated the overall effectiveness of the program as “very effective” at 84.2 percent and mentee
respondents rated the program’s overall effectiveness at 83.3 percent.

Recommendations

As an affinity group, female employees have unique needs and concerns that should be addressed in a safe
environment. A mentoring program specifically designated for this special demographic has proven successful in
creating a forum where female employees can candidly and openly discuss issues of particular concern to them.
Participants have indicated on evaluation forms and stated in the learning sessions that this gender-based program
should continue. However responses in the mid-term survey were mixed. Below is a sampling of responses to the
mid-term survey question, What is your opinion of gender-based programs within a framework of a department-wide mentoring
program for all employees?

» 1 think that gender-based programs would be a great addition to the depattment-wide mentoring program.
They offer environments for individual growth and encouragement that otherwise would not be there.
(Mentee)

» 1 do not support them or any other mentor program that singles out specific commonality in general. ...I
am looking forward to the non-gender, non-race based programs that have been promised in the future.
(Mentor)

» 1 think it’s important to allow options — offer both gender-based (female mentoring) and men/women
mentoring and let [the] applicant decide which arrangement is best suited to his/her needs. (Mentee)

» Women encounter a unique set of “problems” in the corporate wotld. This mentoring program is critical to
helping develop the talented diversity that [the] department seeks. I think confidence and awareness are
fundamental building blocks for these women. (Mentor)

In the final survey, participants’ opinions of gender-based mentoring were sought again, as well as an assessment if
that opinion had changed since the mid-term program survey. 88.9 percent of mentor and 87.5 percent of mentee
respondents indicated that their opinions had not changed since the mid-term program survey. It appears that the
challenge of establishing a statewide mentoring program for all employees is accommodating the needs of female
employees within the framework of a gender-neutral mentoring environment. Complete survey responses are

provided in Appendix A.

At the program’s announcement, an email was received by Alfred Griffin, an NCDOT Employee Relations
Representative, threatening to file a charge of discrimination against the agency. A copy of the email is attached in



Appendix B. Mr. Griffin contended that race- or gender-based employment programs were illegal absence a bona
fide occupational qualification. The Department must be advised if affinity-based programs can be legally
incorporated within the mentoring and coaching culture it is trying to create.

In a statewide effort to improve development opportunities for female managers, OSP established the Leadership
Institute for Female Employees (LIFE). The program is located on the campus of North Carolina Central
University and includes a curriculum focused on the development and honing of leadership skills. After the initial
weeklong program, participants meet monthly for five months to complete a team project in which they
demonstrate the leadership competencies learned. The Department has only allowed two female managers (one in
2006 and 2007, respectively) to participate in the program since LIFE’s inception in 2005. This program should be
included in the training opportunities offered to female managers and leaders, and should be used as a recruitment
and retention tool. The Department should focus greater effort on the development strategies and programs to
enable the Department to meets its EEO goals for female employees. Data collected through OSP and within the
agency support such action.

Mentoring is only one component of the leadership framework. The workgroup assigned with the task of
establishing a mentoring culture in the Department has identified the following challenges: gaining and maintaining
active leadership involvement and support, navigating a changing political landscape, establishing permanent
program responsibility, establishing appropriate program resources, increasing program capacity while ensuring
quality, involving more field personnel while management travel/budget/time constraints, implementing a
multicultural program while being sensitive to personal preferences, and monitoring mentor-mentee participation.
This pilot can provide some recommendations to address the identified challenges and also offer a successful
paradigm for the statewide mentoring program to adapt.



Overall Program Survey - Mentees

1. What type of position are you currently in?

Response Response

Percent Count
Administrative/Clerical | 45.8% 11
Customer Service I:] 12.5% 3
Legal 0.0% 0
Legislative 0.0% 0
Technical | 45.8% 11
answered question 24
skipped question 0

2. How many years have you been in your current position?

Response Response

Percent Count
Less than 1 year I:] 16.7% 4
1-5years | 79.2% 19
6 - 15 years I:] 4.2% 1
16 - 25 years 0.0% 0
more than 25 years 0.0% 0
answered question 24
skipped question 0




3. How many years have you worked for State Government?

Response Response

Percent Count
Less than 1 year 0.0% 0
1-5years | 75.0% 18
6-15years [ | 12.5% 3
16 - 25 years I:] 12.5% 3
more than 25 years 0.0% 0
answered question 24
skipped question 0

4. How many years have you worked for the Department of Transportation?

Response Response

Percent Count
Less than 1 year 0.0% 0
1-5years | 75.0% 18
6-15years [ | 16.7% 4
16 -25years [ | 8.3% 2
more than 25 years 0.0% 0
answered question 24
skipped question 0




5. To what region were you assigned for the program?

Response Response

Percent Count
Central Region :] 12.5% 3
Eastern Region | | 20.8% 5
Raleigh Group | 66.7% 16
answered question 24
skipped question 0

6. How did you learn about the program?

Response Response

Percent Count
Distribution A from TMT | 54.2% 13
From a co-worker | 20.8% 5
From management | 41.7% 10
At a Q&A Session with the Secretary I:] 4.2% 1
Other (please specify) 0.0% 0
answered question 24
skipped question 0




7. Please indicate the type(s) of interaction with your mentor that occurred outside of the monthly learning sessions.

Response Response

Percent Count
Telephone | 62.5% 15
Email | | 83.3% 20
In person | | 79.2% 19
Other [ ] 8.3% 2
Please specify 3
answered question 24
skipped question 0

8. How often did you interact with your mentor outside of the monthly learning session?

Response Response

Percent Count
None [ ] 8.3% 2
1-3times | 50.0% 12
4 -8times | 29.2% 7
more than 8 times I:] 12.5% 3
answered question 24
skipped question 0

9. What did you do in your sessions that occurred outside of the monthly learning sessions?

Response

Count
19
answered question 19
skipped question 5




10. Would you be willing to serve as a mentor?

Response Response
Percent Count
Yes | 87.5% 21
No [ ] 12.5% 3
answered question 24
skipped question 0
11. I believe that | spent quality time with my mentor outside of the monthly learning sessions.
WS oo ews s SOV SN0 R
11. 8.3%(2) 54.2%(13) 25.0% (6)  4.2% (1) 8.3% (2) 2.50 24
answered question 24
skipped question 0
12. I believe that the skill set of my mentor adequately matched my needs.
TS e nawd omgwe SOV S0 Repone
12. 54.2% (13) 25.0% (6) 4.2% (1) 12.5% (3) 4.2% (1) 1.88 24
answered question 24
skipped question 0
13. | believe that she was comfortable with our relationship.
Strongly _ Strongly Rating Response
Agree Agree Neutral Disagree Disagree Average Count
13. 45.8% (11) 29.2% (7) 20.8% (5) 4.2% (1) 0.0% (0) 1.83 24
answered question 24
skipped question 0




14. Please rate the effectiveness of your mentor.

Very Effective Effective Not Effective Rating Response
Average Count
14. 45.8% (11) 33.3% (8) 20.8% (5) 1.75 24
answered question 24
skipped question 0
15. Please elaborate on the effectiveness rating of your mentor.
Response
Count
24
answered question 24
skipped question 0
16. Do you wish that you could have been assigned to another mentor?
Response Response
Percent Count
Yes | 20.8% 5
No | 79.2% 19
Please explain why. 13
answered question 24
skipped question 0
17. I believe that my relationship with my mentor will continue after the program concludes.
TS e wawd omgwe SOV SN0 Repone
17.  37.5% (9) 33.3% (8) 8.3% (2) 8.3% (2) 12.5% (3) 2.25 24
answered question 24
skipped question 0




18. Which session topics were most beneficial to your career development? You may select up to three.

Invisible Rules: Men, Women, and
Teams and Team building

It's Your Career! Take Charge! State
Application, Employee Profiles, and
Merit-Based Hiring

DOT Organizational Overview &
Career Day Panel

TMT Talent Management Update:
Results-Based Performance
Management, Performance Metrics,
and HR Initiatives

Conflict Resolution and Negotiation
Strategies

Leadership Skills

Interviewing Skills & Communicating
Your Way To Success

Life Skills - Balancing Professional
and Personal Challenges

Myers-Briggs Type Indicator
Assessment

All of the session topics were
beneficial to my career
development.

I

Response
Percent

50.0%

20.8%

12.5%

0.0%

25.0%

25.0%

16.7%

20.8%

29.2%

62.5%

answered question

skipped question

Response
Count

12

15

24




19. Which session topics were least beneficial to your career development? You may select up to three.

Response Response
Percent Count
Invisible Rules: Men, Women, and
- 0.0% 0
Teams and Team building
It's Your Career! Take Charge! State
Application, Employee Profiles, and l:] 12.5% 3
Merit-Based Hiring
DOT Organizational Overview &
I 37.5% 9
Career Day Panel
TMT Talent Management Update:
Results-Based Performance
I 54.2% 13
Management, Performance
Metrics, and HR Initiatives
Conflict Resolution and Negotiation
N =43 12.5% 3
Strategies
Leadership Skills 0.0% 0
Interviewing Skills & Communicating
0.0% 0
Your Way To Success
Life Skills - Balancing Professional
° ] 16.7% 4
and Personal Challenges
Myers-Briggs Type Indicator
y ggs lyp I:] 8.3% 5
Assessment
None of the session topics were
- 4.2% 1
beneficial to my career development.
answered question 24
skipped question 0
20. | believe that the 4-hour duration was sufficient for the monthly learning sessions.
Strongly Strongly Rating Response
Agree Disagree Average Count
20. 25.0% (6) 66.7% (16) 4.2% (1) 1.92 24
answered question 24
skipped question 0




21. 1 believe that after each session | learned something that | could apply to my work situation.

. Strongly Rating Response
Disagree .
Disagree  Average Count
21. 50.0% (12) 4.2% (1) 0.0% (0) 1.63 24
answered question 24
skipped question 0
22. 1 believe that the sessions prepared me for career growth & development.
Strongl Ratin Response
Disagree . e : £
Disagree  Average Count
22. 62.5% (15) 33.3% (8) 0.0% (0) 0.0% (0) 1.42 24
answered question 24
skipped question 0
23. Identify any courses that were not offered that should have been.
Response
Count
8
answered question 8
skipped question 16
24. Identify any courses that were offered that should not have been.
Response
Count
10
answered question 10
skipped question 14




25. What is your opinion of gender-based programs within the framework of a department-wide mentoring program for all

employees?
Response
Count
20
answered question 20
skipped question 4
26. Has your opinion changed since the Mid-Term Program Survey?
Response Response
Percent Count
Yes [ ] 12.5% 3
No | 87.5% 21
answered question 24
skipped question 0
27. Share your ideas to improve this program.
Response
Count
13
answered question 13
skipped question 11
28. Please rate the overall effectiveness of this program.
Very Effective Effective Not Effective Rating Response
Average Count
28. 83.3% (20) 16.7% (4) 0.0% (0) 1.17 24
Please elaborate. 17
answered question 24
skipped question 0




29. Please share any additional comments or concerns.

Response
Count

12

answered question 12

skipped question 12




Overall Program Survey - Mentors

1. What type of position are you currently in?

Response Response

Percent Count
Administrative/Clerical | 40.0% 8
Customer Service I:] 15.0% 3
Legal 0.0% 0
Legislative 0.0% 0
Technical | 45.0% 9
answered question 20
skipped question 0

2. How many years have you been in your current position?

Response Response

Percent Count
Less than 1 year | | 25.0% 5
1-5years | | 30.0% 6
6-15years | 35.0% 7
16-25years [ | 10.0% 2
more than 25 years 0.0% 0
answered question 20
skipped question 0




3. How many years have you worked for State Government?

Response Response

Percent Count
Less than 1 year 0.0% 0
1-5years 0.0% 0
6-15years | | 45.0% 9
16 - 25 years | | 50.0% 10
more than 25 years I:] 5.0% 1
answered question 20
skipped question 0

4. How many years have you worked for the Department of Transportation?

Response Response

Percent Count
Less than 1 year 0.0% 0
1-5years [ | 5.0% 1
6-15years | | 50.0% 10
16 - 25 years | | 40.0% 8
more than 25 years I:] 5.0% 1
answered question 20
skipped question 0




5. To what region were you assigned for the program?

Response Response

Percent Count
Central Region [ ] 20.0% 4
Eastern Region | | 25.0% 5
Raleigh Group | 55.0% 11
answered question 20
skipped question 0

6. How did you learn about the program?

Response Response

Percent Count
Distribution A from TMT | 57.9% 11
From a co-worker 0.0% 0
From management | 42.1% 8
At a Q&A Session with the Secretary 0.0% 0
Other (please specify) I:] 10.5% 2
answered question 19
skipped question 1




7. Please indicate the type(s) of interaction with your mentee(s) that occurred outside of the monthly learning sessions.

Response Response

Percent Count
Telephone | | 84.2% 16
Email | | 84.2% 16
In person | | 78.9% 15
Other [ ] 10.5% 2
Please specify 2
answered question 19
skipped question 1

8. How often did you interact with your mentee(s) outside of the monthly learning session?

Response Response

Percent Count
None 0.0% 0
1-3times | | 42.1% 8
4-8times | | 42.1% 8
more than 8 times I:] 15.8% 3
answered question 19
skipped question 1

9. What did you do in your sessions that occurred outside of the monthly learning sessions?

Response

Count
18
answered question 18
skipped question 2




10. Would you be willing to serve as a mentor again?

Response Response
Percent Count
Yes | 89.5% 17
No [ ] 10.5% 2
answered question 19
skipped question 1
11. I believe that | spent quality time with my mentee(s) outside of the monthly learning sessions.
WS oo ews s SOV SN0 R
11. 15.8% (3) 31.6%(6) 31.6%(6) 21.1%(4)  0.0% (0) 2.58 19
answered question 19
skipped question 1
12. I believe that my skill set adequately matched the needs of my mentee(s).
TS e nawd omgwe SOV S0 Repone
12. 15.8% (3) 63.2%(12) 21.1% (4) 0.0% (0) 0.0% (0) 2.05 19
answered question 19
skipped question 1
13. | believe that she was comfortable with our relationship.
Strongly _ Strongly Rating Response
Agree Agree Neutral Disagree Disagree Average Count
13.  31.6% (6) 47.4% (9) 15.8% (3) 5.3% (1) 0.0% (0) 1.95 19
answered question 19
skipped question 1




14. How would you rate your effectiveness as a mentor?

Very Effective Effective Not Effective Rating Response
Average Count
14. 5.3% (1) 84.2% (16) 10.5% (2) 2.05 19
answered question 19
skipped question 1
15. Please elaborate on your effectiveness rating.
Response
Count
19
answered question 19
skipped question 1
16. Do you wish that you could have been assigned to another mentee?
Response Response
Percent Count
Yes 0.0% 0
No | | 100.0% 19
Please explain why. 12
answered question 19
skipped question 1
17. 1 believe that my relationship with my mentee(s) will continue after the program concludes.
TS e wawd omgwe SOV SN0 Repone
17. 31.6% (6) 42.1% (8) 15.8% (3) 10.5% (2) 0.0% (0) 2.05 19
answered question 19
skipped question 1




18. Which session topics were most beneficial to your career development? You may select up to three.

Invisible Rules: Men, Women, and
Teams and Team building

It's Your Career! Take Charge! State
Application, Employee Profiles, and
Merit-Based Hiring

DOT Organizational Overview &
Career Day Panel

TMT Talent Management Update:
Results-Based Performance
Management, Performance Metrics,
and HR Initiatives

Conflict Resolution and Negotiation
Strategies

Leadership Skills

Interviewing Skills & Communicating
Your Way To Success

Life Skills - Balancing Professional
and Personal Challenges

Myers-Briggs Type Indicator
Assessment

All of the session topics were
beneficial to my career development.

—

I

I

Response
Percent

52.6%

21.1%

15.8%

5.3%

26.3%

15.8%

15.8%

26.3%

52.6%

36.8%

answered question

skipped question

Response
Count

10

10

19




19. Which session topics were least beneficial to your career development? You may select up to three.

Response Response
Percent Count
Invisible Rules: Men, Women, and ] 10,55 ;
Teams and Team building =7
It's Your Career! Take Charge! State
Application, Employee Profiles, and | 21.1% 4
Merit-Based Hiring
DOT Organizational Overview &
15.8% 3
Career Day Panel °
TMT Talent Management Update:
Results-Based Performance
I 47 4% 9
Management, Performance
Metrics, and HR Initiatives
Conflict Resolution and Negotiation 0.0% 0
o 0
Strategies
Leadership Skills [ | 15.8% 3
Interviewing Skills & Communicating 0.0% 0
Your Way To Success 7
Life Skills - Balancing Professional I:] £ 30¢ 1
and Personal Challenges =
Myers-Briggs Type Indicator
15.8% 3
Assessment °
None of the session topics were I:] 15 8% 3
0 0
beneficial to my career development.
answered question 19
skipped question 1
20. | believe that the 4-hour duration was sufficient for the monthly learning sessions.
Strongly Strongly Rating Response
Agree Disagree Average Count
20. 16.7% (3) 72.2% (13) 5.6% (1) 2.11 18
answered question 18
skipped question 2




21. 1 believe that after each session | learned something that | could apply to my work situation.

Strongly _ Strongly Rating Response
Agree Agree Neutral Disagree Disagree Average Count
21. 36.8% (7) 57.9% (11) 0.0% (0) 5.3% (1) 0.0% (0) 1.74 19
answered question 19
skipped question 1
22. 1 believe that the sessions prepared me for career growth & development.
Tagee | Awee Newna Dsagree o ot
22. 42.1% (8) 52.6% (10) 5.3% (1) 0.0% (0) 0.0% (0) 1.63 19
answered question 19
skipped question 1
23. Identify any courses that were not offered that should have been.
Response
Count
6
answered question 6
skipped question 14
24. Identify any courses that were offered that should not have been.
Response
Count
8
answered question 8
skipped question 12




25. What is your opinion of gender-based programs within the framework of a department-wide mentoring program for all

employees?
Response
Count
17
answered question 17
skipped question 3
26. Has your opinion changed since the Mid-Term Program Survey?
Response Response
Percent Count
Yes [ ] 11.1% 2
No | 88.9% 16
answered question 18
skipped question 2
27. Share your ideas to improve this program.
Response
Count
15
answered question 15
skipped question 5
28. Please rate the overall effectiveness of this program.
Very Effective Effective Not Effective Rating Response
Average Count
28. 84.2% (16) 15.8% (3) 0.0% (0) 1.16 19
Please elaborate. 12
answered question 19
skipped question 1




29. Please share any additional comments or concerns.

Response
Count

13
answered question 13

skipped question 7




Overall Program Survey - Management

1. What type of position is your employee in?

Response Response

Percent Count
Administrative/Clerical | 31.3% 5
Customer Service I:] 6.3% 1
Legal 0.0% 0
Legislative 0.0% 0
Technical | 75.0% 12
answered question 16
skipped question 0

2. How many years have you managed this employee?

Response Response

Percent Count
Less than 1 year I:] 6.3% 1
1-5years | 75.0% 12
6-15years [ ] 18.8% 3
16 - 25 years 0.0% 0
more than 25 years 0.0% 0
answered question 16
skipped question 0




3. Is this the first employee under your purview who has participated in a mentoring program?

Response Response

Percent Count
Yes | 87.5% 14
No [ ] 12.5% 2
answered question 16
skipped question 0

4. How many employees from your unit participated in this program?

Response

Count
16
answered question 16
skipped question 0

5. How did you learn about the program?

Response Response

Percent Count
Distribution A from TMT | 37.5% 6
From a co-worker I:] 6.3% 1
From management | 37.5% 6
At a Q&A Session with the Secretary 0.0% 0
Other (please specify) [ ] 18.8% 3
answered question 16
skipped question 0




6. Were your employees mentors, mentees, or a combination of both?

Response Response
Percent Count
Mentors | 31.3% 5
Mentees | 56.3% 9
Combination of both I:] 12.5% 2
answered question 16
skipped question 0
7. How were office operations affected by this employee's absence resulting from attending this program?
Extensively Minimally Not at all Rating Response
Average Count
7. 0.0% (0) 62.5% (10) 37.5% (6) 2.38 16
answered question 16
skipped question 0
8.1 could see a positive change in my employee after she returned from the monthly learning sessions.
T e nawd omgwe SOV SN0 Repone
8. 20.0% (3) 33.3% (5) 40.0% (6) 6.7% (1) 0.0% (0) 2.33 15
answered question 15
skipped question 1
9.1 believe that my employee's performance has improved since participating in the program.
TS e wawd omgwe SOV SN0 Repone
9. 13.3% (2) 46.7% (7) 40.0% (6) 0.0% (0) 0.0% (0) 2.27 15
answered question 15
skipped question 1




10. How likely are you to recommend another employee to participate in a mentoring program?

: . _ Rating
Very Likely Likely Not Likely
Average
10. 46.7% (7) 46.7% (7) 6.7% (1) 1.60

answered question

skipped question

Response
Count

15

15

11. I believe that employee development opportunities are essential in achieving the Department's goals of "Making our

organization a place that works well" and "Making our organization a great place to work."

Strongly _ Strongly Rating
Agree Neutral Disagree i
Agree Disagree Average
11. 60.0% (9) 33.3% (5) 6.7% (1) 0.0% (0) 0.0% (0) 1.47

answered question

skipped question

Response
Count

15

15

12. What is your opinion of gender-based programs within the framework of a department-wide mentoring program for all

employees?

Response

Count
10
answered question 10
skipped question 6

13. Share your ideas to improve this program.

Response

Count
7
answered question 7
skipped question 9




14. Please share any additional comments or concerns.

Response
Count

answered question 5

skipped question 11




Mentees 2008 Mid-term Survey

1. Did you know your mentor before the program began?

Response Response
Percent Count
Yes [ ] 14.3% 3
No | 85.7% 18
answered question 21
skipped question 0
2. Besides the monthly learning sessions, how often do you interact with your mentor?
Response
Count
20
answered question 20
skipped question 1
3. Describe the type of interaction that occurs outside of the monthly learning sessions.
Response
Count
20
answered question 20
skipped question 1
4. What do you do in your sessions that occur outside of the monthly learning sessions?
Response
Count
19
answered question 19
skipped question 2




5. Would you be willing to serve as a mentor in the near future?

Response Response
Percent Count
Yes | 80.0% 16
No [ 20.0% 4
answered question 20
skipped question 1
6. | believe that | spend quality time with my mentor outside of the monthly learning sessions.
WS oo ews s SOV SN0 R
6 28.6%(6) 28.6%(6)  28.6% (6) 4.8% (1) 9.5% (2) 2.38 21
answered question 21
skipped question 0
7.1 believe that the skill set of my mentor adequately matches my needs.
TS e nawd omgwe SOV S0 Repone
7 42.9% (9) 23.8% (5) 23.8% (5) 0.0% (0) 9.5% (2) 2.10 21
answered question 21
skipped question 0
8. I believe that she is comfortable with our relationship.
Strongly _ Strongly Rating Response
Agree Agree Neutral Disagree Disagree Average Count
8 42.9%(9) 42.9% (9) 9.5% (2) 0.0% (0) 4.8% (1) 1.81 21
answered question 21
skipped question 0




9. Please rate the effectiveness of your mentor.

Very Effective Effective Not Effective Rating Response
Average Count
9 42.9% (9) 42.9% (9) 14.3% (3) 1.71 21
answered question 21
skipped question 0
10. Please elaborate on the effectiveness rating of your mentor.
Response
Count
21
answered question 21
skipped question 0
11. I believe that my relationship with my mentor will continue after the program concludes.
TS e wawd omgwe SIS0 Repone
11 47.6% (10) 28.6% (6) 19.0% (4) 0.0% (0) 4.8% (1) 1.86 21
answered question 21
skipped question 0
12. If given the option, would you ask to be reassigned to another mentor?
Response Response
Percent Count
Yes [ ] 14.3% 3
No | 85.7% 18
Please elaborate. 13
answered question 21
skipped question 0




13. I believe that the 4-hour duration is sufficient for the monthly learning sessions.

Strongly _ Strongly Rating Response
Agree Neutral Disagree .
Agree Disagree Average Count
13 19.0%(4) 57.1%(12) 9.5% (2) 9.5% (2) 4.8% (1) 2.24 21
answered question 21
skipped question 0
14. 1 believe that the session topics were relevant.
Strong| Strongl Ratin Response
Y Agree Neutral Disagree ) 4 : £
Agree Disagree Average Count
14 61.9% (13) 38.1% (8) 0.0% (0) 0.0% (0) 0.0% (0) 1.38 21
answered question 21
skipped question 0
15. I believe that after each session | learned something that | could apply to my work situation.
Strongl Strongl Ratin Response
2 Agree Neutral Disagree ) 24 : -
Agree Disagree  Average Count
15 57.1%(12) 38.1% (8) 4.8% (1) 0.0% (0) 0.0% (0) 1.48 21
answered question 21
skipped question 0
16. | believe that the sessions are preparing me for career growth & development.
Strongl Strongl Ratin Response
2 Agree Neutral Disagree ) st L >
Agree Disagree Average Count
16 71.4% (15) 23.8% (5) 4.8% (1) 0.0% (0) 0.0% (0) 1.33 21
answered question 21
skipped question 0




17. Identify any courses offered in the pilot that are also offered to the general employee population.

answered question

skipped question

Response
Count

12

18. Describe any challenges you face, have faced, or are facing with your mentor for which you feel ill-equipped to handle or for

which you need assistance.

Response

Count
12
answered question 12
skipped question 9

19. Share any lessons learned in the establishment/development of your relationship with your mentor.

Response

Count
15
answered question 15
skipped question 6

20. What is your opinion of gender-based programs within the framework of a department-wide mentoring program for all

employees?

answered question

skipped question

Response
Count

18

18




21. Identify areas of improvement for the pilot Female Mentoring & Development Program.

answered question

skipped question

Response
Count

15

15

22. As the Department moves towards developing a mentoring and coaching culture, share your ideas of what this culture

should look like.

Response
Count
11
answered question 11
skipped question 10
23. How effective has this program been in meeting your needs?
Very Effective Effective Not Effective Rating Response
Average Count
23 55.0% (11) 45.0% (9) 0.0% (0) 1.45 20
Please elaborate. 11
answered question 20
skipped question 1
24. Please share any additional comments or concerns.
Response
Count
8
answered question 8
skipped question 13




Mentors 2008 Mid-term Survey

1. Did you know your mentee before the program began?

Response Response
Percent Count
Yes | 22.7% 5
No | 77.3% 17
answered question 22
skipped question 0
2. Besides the monthly learning sessions, how often do you interact with your mentee?
Response
Count
22
answered question 22
skipped question 0
3. Describe the type of interaction that occurs outside of the monthly learning sessions.
Response
Count
22
answered question 22
skipped question 0
4. What do you do in your sessions that occur outside of the monthly learning sessions?
Response
Count
20
answered question 20
skipped question 2




5. Would you be willing to serve as a mentor again?

Response Response
Percent Count
Yes | 95.5% 21
No [ ] 4.5% 1
answered question 22
skipped question 0
6. | believe that | spend quality time with my mentee outside of the monthly learning sessions.
WS oo ews s SOV SN0 R
6 45% (1) 59.1%(13) 13.6%(3) 18.2% (4)  4.5% (1) 2.59 22
answered question 22
skipped question 0
7.1 believe that my skill set adequately matches the needs of my mentee.
TS e nawd omgwe SOV S0 Repone
7 19.0%(4) 57.1%(12) 23.8%(5) 0.0% (0) 0.0% (0) 2.05 21
answered question 21
skipped question 1
8. I believe that she is comfortable with our relationship.
Strongly _ Strongly Rating Response
Agree Agree Neutral Disagree Disagree Average Count
8 18.2% (4) 72.7% (16) 9.1% (2) 0.0% (0) 0.0% (0) 1.91 22
answered question 22
skipped question 0




9. Please rate your effectiveness as a mentor.

Very Effective Effective Not Effective Rating Response
Average Count
9 9.1% (2) 90.9% (20) 0.0% (0) 1.91 22
answered question 22
skipped question 0
10. Please elaborate on the effectiveness rating of your performance as a mentor.
Response
Count
22
answered question 22
skipped question 0
11. I believe that my relationship with my mentee will continue after the program concludes.
TS e wawd omgwe SIS0 Repone
11 22.7%(5) 50.0% (11) 22.7% (5) 4.5% (1) 0.0% (0) 2.09 22
answered question 22
skipped question 0
12. If given the option, would you ask that your mentee be reassigned?
Response Response
Percent Count
Yes [ ] 9.1% 2
No | | 90.9% 20
Please elaborate. 7
answered question 22
skipped question 0




13. I believe that the 4-hour duration is sufficient for the monthly learning sessions.

Strongly _ Strongly Rating Response
Agree Neutral Disagree .
Agree Disagree Average Count
13  27.3%(6) 63.6% (14) 0.0% (0) 9.1% (2) 0.0% (0) 1.91 22
answered question 22
skipped question 0
14. 1 believe that the session topics were relevant.
Strong| Strongl Ratin Response
Y Agree Neutral Disagree ) 4 : £
Agree Disagree Average Count
45.5%
14 54.5% (12) (10) 0.0% (0) 0.0% (0) 0.0% (0) 1.45 22
answered question 22
skipped question 0
15. I believe that after each session | learned something that | could apply to my work situation.
Strongl Strongl Ratin Response
2 Agree Neutral Disagree ) 2 : -
Agree Disagree Average Count
15 455% (10) 45.5% (10) 9.1% (2) 0.0% (0) 0.0% (0) 1.64 22
answered question 22
skipped question 0
16. | believe that the sessions are preparing me for career growth & development.
Strongl Strongl Ratin Response
2 Agree Neutral Disagree ) ob L >
Agree Disagree Average Count
16 455% (10) 36.4% (8) 18.2% (4) 0.0% (0) 0.0% (0) 1.73 22
answered question 22
skipped question 0




17. Identify any courses offered in the pilot that are also offered to the general employee population.

answered question

skipped question

Response
Count

12

12

10

18. Describe any challenges you face, have faced, or are facing with your mentee for which you feel ill-equipped to handle or for

which you need assistance.

Response

Count
17
answered question 17
skipped question 5

19. Share any lessons learned in the establishment/development of your relationship with your mentee.

Response

Count
15
answered question 15
skipped question 7

20. What is your opinion of gender-based programs within the framework of a department-wide mentoring program for all

employees?

answered question

skipped question

Response
Count

21

21




21. Identify areas of improvement for the pilot Female Mentoring & Development Program.

answered question

skipped question

Response
Count

20

20

22. As the Department moves towards developing a mentoring and coaching culture, share your ideas of what this culture

should look like.

Response
Count
14
answered question 14
skipped question 8
23. How effective has this program been in meeting your needs?
Very Effective Effective Not Effective Rating Response
Average Count
23 47.6% (10) 52.4% (11) 0.0% (0) 1.52 21
Please elaborate. 17
answered question 21
skipped question 1
24. Please share any additional comments or concerns.
Response
Count
10
answered question 10
skipped question 12




Mentees 2008 Mid-term Survey

Did you know your mentor before the program began?

Response
Answer Options Percent

Response
Count

answered question
skipped question
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Mentees 2008 Mid-term Survey

Would you be willing to serve as a mentor in the near future?

Response
Answer Options Percent

Response
Count

answered question
skipped question




0 uorysanb paddrys

uojysanb pasamsue
T 9 9 o

3246y suondQ 1amsuy
Ajbuonys

14
___Jc | 7S608€T 4

juno) abelany 3a4besiq 3a4besiq |e13naN
asuodsay buney Ajbuonys

*SuoIssas buiuied] Ajyjuow ay3 Jo apisino Jojudaw Aw yyum swil Ayijenb puads 1 jey) aa919q 1

ASAINS WIR)-PIN 8007 SI2IUSN




0 uorysanb paddrys

uojysanb pasamsue
0 S 6 A

3246y suondQ 1amsuy
Ajbuonys

14
___Jc_ | 8E7S60C 4

juno) abelany 3a4besiq 3a4besiq |e13naN
asuodsay buney Ajbuonys

'spaau Aw saydjew Aj@jenbape Jojusw Aw Jo 39s (IS 3Y3 12y} dAL19q T

ASAINS WIR)-PIN 8007 SI2IUSN




0 uorysanb paddrys

uojysanb pasamsue
T 0 C 6 g

suondQ 1amsuy

14
T | bCS608T

juno) abelany 3a4besiq 3a4besiq |edandN 3246y
asuodsay buney Ajbuonys Ajbuonys

diysuoneja. 1no yjIm 3jqeojwod si dys jeyy aAaljeq I

ASAINS WIR)-PIN 8007 SI2IUSN




o uonpsanb paddrys

uonzsenb pasomsue
I 98TH1L'T € 6 6 6 |
suondo Jamsuy

juno) abesany 9AI13024)3 10N 2ARDRYya  [9Anday3 Ao
asuodsay buney

*10JUDW INOA JO SSOUDAIIIRYD BY) D3kl ased|d

ASAINS WI)-PIA 800Z S991USN




Bujuayybijus pue |nydjay A1aA uaaqg aAey aw UaAID sey ays suonsabbns pue Jay ym suopestaauo) [(ULEirall

*9A1309ds0.d JuaJaIp e wody sbulyy 3e 00| 03 sw pajgeus sey ydiym suonsanb bupjoro.d ybnouy bupyse 1oy Pib e sey Jojusw Ay
"SAIAINS 0} MOY ulea| juem 3snl T sAep awos uo — buiyjAue JO "PAAIAINS sey ays -abpajmouy sey 1[I A g e li[ird k39 /40

ays Ing "buiyy Aans Jay yse ,ued T "ul Jabuouis sI ays jeyy seale ul djay Joj 00| ued T sawiy je uosiad e ays *souewopad 3sag Aw e
pue saAow JjasAw daay 03 SAem JapISUOD pue e 00| 0} W BUIALP Ul 9AIDRYS S| Jojuaw Aw Uyl T ***USALp ajusw buleq weiboud syl
EXSECTETCRETITEETER] 00:82:FT 8002/ 8T/Z0

3iom Asng moy Inoge uag SABY SUOIIBSISAUOD INO JO ISOlN "}l 03 S10ASP 0} S} Y3 pey ays Ji JoJusw AR ue aq Algeqold pjnod ays
*PapasU Se SUOIOR SPUSWILLIOIRI pue Su3SI| JOJUB|A [[1[0H 74 4 dr= 10 [ rd Ag 4 /A1)

*199482 AW Ul sw djay [|IM 18y} Sanss| paje|i-3iom Juepodw BUISSNISIp pue [[ays Aw Jo 3no aw Buibuliqg Jo Aem poob e sey Jojuau A LR E el L T4/ AT
*321Ape poob 4o 10| e sey pue aAipoddns AJA s) ays 3nq “Iay3eb03 396 03 awiy puly 03 3166N.IIs pue Asng Ajjeat yioq e am yuyy T[S L AL VIA)

‘ybnoua uayo 19aw 03 Aylunyioddo ue aney Jou op I [ [iH: R R R [ifA A Ay A

'sjeob Jaa1ed Aw yym sw djgy pinod jeyy juiodpuels Jabeuew e wol) 3oeqpasy 10| B UsAIb sey ays|i[iHaliHea il [ifd A4 Y440

"9ARY T JRU} JOJUBW BY3 dARY T ey} pue weibo.d buiojusw Siyy Jo Hed [V E A s i14£ 29 F4)

2 We Jey) [npjuey) os we J ‘papasu Ajjeal aAey I 3ey} poddns ayj pue ‘aoiape ‘Juswsbeinodous sw bulalb Aq syjuow (3ndiyip) may 3sed
a3 3|gen|eAul usaq sey ays aaAojdwa (3ea4b J0ou J1) poob e aq 01 SOYE] 3l 3I_YM pue 1 Od JO abpajmouy| 1ealb sey ays 00 Jojuawl Al
[=] 00:62:€T 8002 /¥T/L0

13eys |je dn yeos pue Jay yum ajqissod se awn yonw se puads 03 pasu T ey ‘ybnoiyy Aemjjey Apealje a1,9m a0uls Ajjedadse ‘mou 9zijeal
I "uswom Buowe Japes| e pue JybLq AJSA SI SYS "Jojusw Aw WOy UORRWIOoUI [NJasn pue abpajmouy sjgen|ea uieb ued [ jey3 aAsleq I
QE NI 00:SE:2 /8002 /P T7/Z0

‘pa3eonpa ue se JjasAw |[9s 03 moy pue suopnedidde Aw uo JjesAw ssaippe 03 Aem Jadoid syl sw Yyoes) 03 Swi} 3y} 4003 Sey Jojusw Al
*sieaA ay3 ybnoayy Jay Joj ajdoad Auew buiaey pue syued ayy ybnosyl dn buiwod yym aouaradxe yonw sey ays ([ Hg s s i[ird A2y 440)

'9q PIN0D } SB A[9AIIO39 S PajedIuNWWOd 9 J0u ABW papasu S| Jeym SoWRWOS |[1[1H 744 kdt-[i[ird A% 3 /41)

*199Jed Aw Ul S10W SAIYOR 03 SALIAS 03 Sw saysnd pue 221Ape poob sey sAemie Jojusw A [ [V HZaH a0 [ifa A% 9440

|lom AJaA pa3oauu0d dAeY sn Jo g au3 3eyy yuiyy uop T[n[EE A L L §40)

uoneziueblo ul ,peaye buniab, ur aduaLadxe uanoid sey US| ]iHdadan 11 [ird Ly A4

*LOQDN 40 uoissaiduwi Aw buiwaspas a1e 39w aney [ EVEA &=L L §7740)

[ S19Uj0 pue ays "aaAo|dwa | O e Se aji| Aw Juswydua 03 SSNUIU0D pue sey ays "buissalq e sem Jojusw Aw se uosuyor eyse] Buialoey
21419 oM poob e sey pue 1seuoy “ie) s,9ys "sjieaus qol Aw BuiyiAians uo 2o1Ape sw UaAIB S,3yS j1ea1b usaq sey Jojuaw A [ LEER S S D g ) 9740)
‘[eLId1eW dUaIR)R./Bulpeal UM aw apiAoid pip ays Ing:+39 ‘sanssi Ateunididsip | Brd-tra i (e [ird Lo 940

yaum aouepinb 1o) bunjoo] sem T Jobeuew mau e Sy *1ojusw e ul Joj bupjoo] sem I Jeyy Seoualiadxa ay) JO SWOS dARY JOU S0P dYS
*Buibuajjeyd jou Ing ‘buibeinodus ‘AoddnS |11 H A dra i (14 A 3 440)

$sey bups|dwod ur Jayio yoea [ IiHZHirdLlird Ly F4)

pad|ay aABY am 3B} Je|iWIS 0S dJe spjal Jno pue abpajmous| 9|qesapisucd UsAIb sey ays "pjaly Jay ul a|qesbpaimouy| AJSA si Jojusw Al
X391 asuodsay

o}eq asuoasay JoquinN

uornsanb paddrys
i %4 uorysanb paisamsue

2

juno) suondQ Jamsuy
asuodsay

*10juawW INOA Jo Buijes SSAUBAIIBYD BY] UO d)eloqe|d dsed|d

ASAINS WIB3-PIIN 8007 S9US




0 uorysanb paddrys

uojysanb pasamsue
0 2 01 L5

suondQ 1amsuy

14
T | €vI/S8T !

abelany 3a4besiq 3a4besiq |edandN 3246y

juno)
Ajbuonys

asuodsay buney Ajbuonys

*sapnpuod weiboad ay3 Jo3ye anuRUOd |IM Jojusw Aw ypm diysuoneas Aw jeyy aaaieq 1

ASAINS WIR)-PIN 8007 SI2IUSN




RIS (00:ZE:8T 800¢/8T/Z0

12316 31 “1eY] SUOISSaS Ajyauow wol) yanw os 396 9N M JO 159q ay3 xew Isnf s397 *mou aul w,I Ing ‘eate Aw
9pPISINO SUOBWIOS JBPISU0D dARY pinom T Bujuuibag ayy ul 'ease Aw ur uonedipiied pajiwi| 9y3 JSPISUOD 03 dARY T
BN VDNV (608 Z: T T/8002/ ST/ Z0

Aem Jley a1 9\ j4om9q 196 pinom 31 bupjuiyy 1day pue 3gnop ay3 Jo Jjauaq ayy oy aAIb 03 pal T ‘paubisseal aq
0} paYse aAeY pInom T ‘Aj@3ulap-SaA uay) ‘welboid syl ul uo Ajuea Aem Siyl 9 pjnOM 3 UMOUY SARY PINOM T J]
ENEGTOGIES SYGENEN (§0:85-8T'8002/ ¥ T /20

dARY 10U S0P pue Asng 0S SI Jojusw Aw ‘uosiad jealb e siaojusw Aw uiyly I ybnoyy usaAs ‘asnedaq siyy Aes I
EEINEEEGT (00:€0:9 T 8002/ ¥ T/Z0

bWO0DJOA0 3w djay pue yum |esp 03 pey aAey T 1eyl s9166n.13s syl yaim |eap 01 pey Sey OYm SUOSWIOS dAeY Jayiel
PINOM T "BUIW UBY] JUIDLIP 10| B SI 1 OADN Ie 90Udladxa JOH "UOWWOD Ul 10| B 9ARY J,U0p T pue Jojusw Al
*2abueyd 10} pasu ou 33s T ‘Buim Jay Japun aw bupjel qol 1ealb e suop sey Jojuawl A [ 1 Hefstrd = {1[iva 440 V4]

"UOWWIOD Ul SWa)l [euostad Auew aAey OS|e 9\ "2AeY T Jojuawl 3y Ypm paseald we T i H gt d:{0]1rd k2 v A4
FENVGIEEYEGEGEEE 00: 7T T2 8002/ TT/Z0

J1ey SI 31 JI MOy J,uop I 0S *Aduapiep Aw S| 31 Jojuaw Jualind Aw ul ADuaDiap e Jou Si Siyl "spaau Aw ssaidxa 03
aw Humab ui pafs alow Apybls 9q Aew SIaY30 ey quIyl OS|e T “wod) uted| Ajpealb pjnom I jeyy siayjo mouy I
EENTCNOGECECEVETVSEETIBVENETEIGITNE (007 €56 T 8002/ TT/Z0

Bbumab paAolus Ajjeas sAey T pue uowwod Ul 10| e dARY S\ “Aj3oasad dn paydjew a49m T pue Jojusw Aw 934 I
sJojuaw Aw Se awes ay] Si J9aJed Aw ul 0b 03 Juem T aJam eyl quiyl Juop asnl T H= A ar:{o[ird/Ao g o /40

19y yum awn buipuads Aofua pue Jojusw Aw 10adsal T|0iHi o= {0]ira Lo o A41)

"diyspuaiij e padojeAsp aAeY oM pue J0jusW AW UM D]qRHOJWOD We TJi[i Hd-Hrd dr:{0]1rd A s o A41)

"9y WOy bujuiea| we [ pue ‘pa3dauuod aARY I (1[5 4 a0 [ ra Ao 4 A4

S193Jed Je|iwis buiaey SapISaq S[PAS| AUBW OS UO paydlew [|9Mm dJe Jojusw Aw pue aw ey} |94 T[[iH

*9jeloqe|d ased|d 3jeq asuodsay| J9qunn

uonpsanb paddrys
uorjsanb paiamsue

€T *9)eloge|D aseald
8T %/L°S8 ON
m o\om..v.ﬁ m®>

juno) JUdDI2d

asuodsay asuodsay

éJ1ojudu Jayjoue o3 paubisseal 3q 03 )se noA pjnom ‘uondo ayj udAib J1

ASAINS WIS1-PI 800T SSSIUSA




0 uorysanb paddrys

uojysanb pasamsue
“ C 2 e

3246y suondQ 1amsuy
Ajbuonys

14
___Jc | S608ECT !

juno) abelany 3a4besiq 3a4besiq |e13naN
asuodsay buney Ajbuonys

*suoissas Huiuiea] Ajyjuow ayj 10§ JUBIDYNS SI UOIIRINP INOY- BY] Jey) dAdljeq I

ASAINS WIR)-PIN 8007 SI2IUSN




0 uorysanb paddrys

uojysanb pasamsue
0 0 €1 pr

suondQ 1amsuy

1T
___Jc | 7s608¢T 0

abelany 3a4besiq 3a4besiq |edandN 3246y

juno)
Ajbuonys

asuodsay buney Ajbuonys

“JueA3|a4 249M sO1do} UOISSS BY] Jey) 2A319q T

ASAINS WIR)-PIN 8007 SI2IUSN




0 uorysanb paddrys

uojysanb pasamsue
0 T a1 st

3246y suondQ 1amsuy
Ajbuonys

134
1z [ 6191 0

juno) abelany 3a4besiq 3a4besiq |e13naN
asuodsay buney Ajbuonys

‘uonenyis yiom Aw 03 Ajdde pinoo 1 jey3 Buiyawos paules| I UOISSIS YIea Jaje Jeyy aAd1aq I

ASAINS WIR)-PIN 8007 SI2IUSN




0 uorysanb paddrys

uojysanb pasamsue
0 T ST or

3246y suondQ 1amsuy
Ajbuonys

14
____Jc | ceeeeeT 0

juno) abelany 3a4besiq 3a4besiq |e13naN
asuodsay buney Ajbuonys

uawdojanap ‘dweg yymodb 193.4ed 10j dw burtedald a4e suoissas Y3 1ey] dAdIq I

ASAINS WIR)-PIN 8007 SI2IUSN




[ PEESEIEN 00562 T T 8002/8T/Z0

['7Y] 00:8S:8T 800Z/¥T/L0

0] 00:1/0:9T 800Z/¥T/L0

B RS C ca] 00:ZFET 8002 /¥ T/Z0

C17s|IMS buimalaiziug

O‘buipjing wes]

[J‘uonenoban/i1uo)

[]:21gnd |esousb 0} paJayo SSUO 3U3 JO SSDUBLIBA 10 SWES 3y} aJe 9say} JI 2Ins 10N

N ECTyi 0002 2T 8002 /¥T/Z0

uonNjosay 1u0) ‘(slosiaiadns 03) bully paseg e /uonedliddy 91e3s ‘s|IdS diysiepea ‘@3epdn LINL [ EAH 2SIl 4L § /40

PR EEET 00: 70 €T 8002/0T /20

DIEIEC T 00:9%:2T 8002/0T/Z0

BEEENIENET] (0075502 8002/60/Z0

Ix3] asuodsay

uorpsanb paddiys
uoijsanb pasomsue

uno) suondop 1amsuy
asuodsay

‘uonendod 2akojdwa je1auab ay3
0} pa134J0 osje aJe Jey3 ojid aYy3 ul paliayo sasinod Aue AJuapl

ASAINS WI-PIN 800Z SOUB




RSP RCI [00:00:6 FI800 2/ ST/ Z0

'Z0Y] 00:£S:TT 800C/8T/L0

'] 00:S0:6T 800Z/¥T/L0

0 00:90:9T 800C/vT /L0

EgY] 00:6S:'T 800Z/VT/L0

Y] 00:TS:CT 800C/vT/L0

*S9NSS| BA|0S 03 JaU39b03 YoM am ‘aw apinb pue djay 03 a4ay3 SI J03uaW A [ [ H 22t 1004 kanf4i)

70y 00:0%:+T 800Z/0T/L0

£ 00:0T:¥T 800C/0T /L0

Z0Y] 00:8S:€T 800Z/0T/L0

Y] 00:80:€T 800C/0T /L0

HAMTINDONOOOOO

Y] 00:90:€T 800C/0T /L0

1X9] asuodsay ?jeq asuodsay| Joqunp

uonpsanb paddrys
T uonysanb pasomsue
.z /|
juno) suondQ 1amsuy
asuodsay

10} 10 3|puey o3 paddinba-||I |93} noA ydiym 10y 10judW INO
yym bumpey aJe 10 ‘pade) aaey ‘aoej noA sabudjjeyd Aue aqridsaqg

ASAINS WI)-PIA 800Z S991USN




oM Je Aes ued T 3eym e payiwi| Ajjeas we 1 asnedaq il i i H gL ra ka0 /AL
‘sdjay Ajjeas 31 -Jaquinu auoyd (20 J3Y10 Yoea SABY aM Jaquinu 3Iom Jayjo yoes Buiaey 03 uonippe uf

Z0Y] 00:£S:TT 800Z/8T/L0

"J0U Op noA ey sbuiyy uo aanRodadsiad bunsalajur ue aaey Aew [ [ A Herar:{1 (114 kg /4
ASyl 'noA wouy Jualayip a1e Asul 4 Ajjeadss ‘eajusw/i0lusw INoA Jnoge papulw-uado aq 03 poob Ssi 3

['7Y] 00:50:6T 8002 /¥1/L0

isuonsanb Jo s10| %Sy jyonoy ul daay [ ka3 &L [ird A4 74

EEVILIE] 00:90:9T 800C/¥T/Z0
ue ul 1oj 300| siebeuew jeym pueisiapun buidjiay se [j|am se 1ysns bupes 03 sw paonpoJiul sey ays

R N T WIEEYETEENE) (00657 T 8002/ ¥ T/Z0
siyy ojul Buiwod pey [ aAndadsiad sy i 3eyl 3eyy Isnl Si )1 ‘pautes| [ Uosss)| e J,usem siy] "uado aq 1snt

SR EVET 005 TS 2 TIS00 2/ ZT/Z0

"AUS 0S 9q 03 10U PaUIea] ABY T[54 4% 11 [ f4 kAL LAl

UMOU 9q SpaaUl JNOA 33] “uado g [ [ Ei T4 k4111 (4 A% 1 LAY

diysuonejas usyybuans osje (P [LLHUA AT LT F4)

'$300q ‘sopie Buleys ‘sjuswssasse-Jas buljewa) Jay 1sisse 0] 9|qe aq ybiw [ Moy Buliayo os|y sy
g 109dsaJ [enNW Paysi|geIse sulaouod ‘qol Jay noge Jay bumise ‘suoneipadxa Aw mouy Jay 39| welboid
Buriojusw 4oy sjeob Aw Buneys ‘diysuonejas buiysigeiss ui ajgenjea sem ,mouy 03 396, [eniul ayL

100D pue wied Aels 0} moy pauied [i[iE ik EA STl r4 L) §F4)

[Z0Y] 00:8S:€T 800Z/0T /L0

‘Burieagtano jou Ing ‘aaissaibbe aq 03 pautea | [iH:{iHy el [ira Ay 4]

suoinenyis Jejiwis Ylim [eap 03 aAey |13 am ‘auiw ueyy JuaJaylp Aje|dwod st ol Jay ybnoy | [[iE:TiH sy &=Ll ra Ly § 7740

1x9] osuodsoy ojeq asuodsay| JaqunN

uonpsanb paddnys
uoijsanb pasomsue
T
uno) suondop 1amsuy
asuodsay

*103uaw 1nok yym diysuonejas 1no
40 JuawdojaAap /3uUBWIYSI|qeISD BY} Ul paused] suoss3d| Aue aleys

ASAINS WI-PIN 800Z SOUB




"B3pI JUD|[90X3 Ue S quIyy T[I[E

BUESERG IR 00:00:6 T 8002/8T/Z0
33 JO SJaLleq 2yl YIIM [Bap pue SWO02I9A0 0} papasu si Hoddns ayy Ing ‘welboid Buriojusw Ajuo ay3 aq 10U pjNOYS dj_wWa) B -papasu ST

FUEIETTENRELNEETTEVNEEVEYENREYE 00:ZST T 8002 /8T/Z0
USWOM pue USW MOUY 9M Se 9snedaq eapi 1ealb e s| welboid buriojusw apim-juswpedap e uiyym swelboid paseq Jopusb jeyy yuiys 1

EUENTTINTERI Y -EEHETEVENTIETENEN 00:Z20:02 8002/ST/Z0
B S S9NSS| IN0 purISIspuUN URD OYM duoawos 0} dn Bujuado ajqepojwod aiow [99) 9m asnedaq buliojusw sjews) aAey 03 poob si 31 Julyl I

EEIEEEETY [00°80:8T'8002€/ST/Z0

"a1e[24 AjnJ] UeD 1Y) SUOBWOS YM sbuiyy aieys 03 Ayunpoddo ue noA sealb 31 asnedaq [nuapuom ale swelboid ayy yuiyy 1[I L TTdA2 T44)

"USW se ||om se aoe|dyJom a3y Ul Sabusjeyd ulelsd 3.y uswop “welboid 10)id usw 3y Se |jom Se uswom o) wesboid poob e st uiyy Tj L HI R ST Aa VA4

“sbunosw juiof awos aq pjnoys asoya | HT-H At (11 f4 A4 2 A41)

9gAew pue auoAIaAS 0] paJayo ag 0} Spaau 3 YUY} T Ing poob aie Asy) soA 0S "way) 03 |njuny ag pinom welboud Jo adA3 siyy uswom
9saU3 J0j pue Aep Bupjiom Y3 JO S}OadSe JSUI0 Ul pue UOIRSISAUOD Ul USW AQ PajRuIWOp 8 0} SSAISSWSY} MOJ|R 1} J0 SSAISSWSL}
sSsaudxa Jo0uuRd oYM USWOM 3SIXa aJayy apis difj ay3 uQ "jnydjpy aq ybiw aanddasiad sjew syl pue usWoOm Uo paseq SI mou Jybu

op am BuiyiAians asnedag "weiboid pauiquiod e 31 Sxew 0} BapI UB JO peq 0S 9g PINOM I MUy} Jou op I puy "sAnb pjnoys os weiboud jo
2dA3 siyy uanib buiaq aJe spIb J1 snedaq mou Yoeq eyl ayel T “Buipinb Aue Inoyum sisaied Jiy3 Ul JuswadueApe uieb 03 (sAoq asom Asyl
1eU3 ey a3 1snl) s|ps Alessadau ayy pey Ayl 4omiau sAoq 910 poob ayl-suo pey Apeadje Aayl 1eyl ol pjnom I pue sAnb a3 1o} suo
usem a1ay} Aym aw payse ajdoad ‘weiboid Bunojuaw Siyy papels s T USYM "djoym ay3 03 [njuny Ajgissod Ing [nydjpy ate Asyy quiyl I

"uonsanb ay) puejsiapun juop T HH4 T4 T 1)

*9Se3 e 2I0W [934 aW saxew ‘dnoib Japusb [[1H 724 sl lirgA7a T4
awes ayy ul buiaq (994 1 *s4opuab || Jo ‘saahoidwa e Jyauaqg pinoys pue |m weaboud siyy ‘yealb ale sweiboid paseq Jopuab jey) 994 I

ICEY] 00:02:TZ 8002/TT/L0
9M JeyM 159} 03 bumas e uj Jayreboy siepuab bulig 03 |epBURq os|e SI 3 july T "welboid Jo adA3 siyy 03 SloUSQg Je a1ay) 1.yl YUYl T

"Sjew UeY} SaNSS| JuJayIp 0.y am 2/q J1ay3abo) sajewsy Jied 0} Juepodw Sy YUYy T{EEFsHR ST r4 A4 § /41

EYM 00:SS:8T 800Z/0T /L0

moJb 03 soueyd e sn SAAID “Japuab JaYI0 SYF UM S|qRHOJLIOdUN [99) SSWIIBWOS Se am 2/q poob ale swelboid paseqg-sapuab ayy yuiul I
"spaau Jay/s1y 03 payins 3saq si Juswabuetse yym | H AL [rd Ly 34

9p1oap juedijdde 19] pue bupojusw uswom/uaw pue (buniojusw ajeway) paseq-lapuab joq 1o - suondo mojje 03 Juepodwi S YUIYL T
I EVRENECE N 00:0T: 7T 8002/0T/Z0

*3J9U3 ©q J0U p|NOM 3SIMIBYI0 Jey} Juswabeinodud pue yymolb [enplAipul [ [iH:iHor e[ (i fa At 4 /41)

10} SJUSWIUOJIAUD 43440 Asy] ‘weuboud Buniojusw apim-juswiiedap ay3 03 uonippe jealb e aq pjnom sweiboud paseq-4apuab dyuiyy 1
"SIBUI0 S [[oM Se ‘SaA[aSWaY] pue)siapun Ja11aq 03 S|enpiAlpul mojie Ayl -yibua.ns pue Ajubaiul ppe Asyy aAsieq pue ‘wayy yum aalbe T|eliE:liE s sl 4L 4 440
R RN :Y1 00:90:ET.800¢/0T/Z0

X3 asuodsay|

o}eq asuoasay JoquinN

uoiysanb paddiys
ST uorysanb paisamsue

s J 0000000000000 |

juno) suondQ Jamsuy
asuodsay

|1e 10} weiboid buriojuaw apim-jusawpiedap e Jo ylomawedy

3y} ulyyum swelboad paseq-1apuab jo uoluido InoA si yeym

ASAINS WIB3-PIIN 8007 S9UD




-0 S,)1 -S193[qNs 3593 Y3 om Juiod siyy e ssaiboud Buiules| e s -1ealb s 3 quiyy 1 3opid e se

V/IN

"9s1DJaxa bulp|ing-wea) e aJ4inbay

‘[9A3] IXaU Y3 o) noA asedaud djpy
pue aJeys 0} aIdY} S| J0JudW dY) Y]] [|94 03 ddUBW e Joj Juepodw i3] “welboid sy 03 payedipap aq Ajjeal pjnoys SI0judl

e/u

'sbaJ pue s9|nJ 1pexa ay3 yum auoAans umop buibboq jo peajsul

153q 29 p|nom sdiseq au3 JaA0 Bujob 3snf 0S *1aU00S Jou JI SIe9A U] IXauU Y3 ul 9bueyd Ajqissod |jim sbal pue sajni asayl Jo

10] Y "S99IUBW By} 10U pue s3]0 Josiaiadns ul AjjedidAy aie oym siojusw Sy spiemoy Ajiaeay 00} paleab sem 3 ‘awi} sawes a3
1e INQ uonewLIolUl |NJasSN JO 10| e sey 3 *(800¢ |Hdy) auo JuauninIdY Y3 1d43DXT 18246 usaq aAey pajuasald soidol sy |jedan0

"aJeys 03 abpajmous| Jo suo) aAey pue | O JOA0 [|e wods aAeY Asyl -aJow dnoub syl ul SI9Yl0 Yy}
UM J0RIDJUI 0] DDJU 3] pjnom 3] *poob aq pjnom Aep 9j0ym Syl °UOISSIS dY] 10 dWi} 2J0W S| JO Uiy} ued T jeyy buiyy Ajuo ayl

awi SIY3 e Jo yeads 0} aUoN

‘SaIlWNp 10J 5,03 Moy, Buiiom3aN *,Jled qor djels, e 1SoH

*S10SIAIDANS INOA Y3IM SUJIdU0d 1o suonsanb
OU 3Je I3} 0S SU0ISSas Bujuiea] Ajyauow ay3 JO SPISINO JOJUBW INOA yym Buiasw 1oy sauldpinb 19s 9q 03 Spasu a3y

Quou

1S2J493ul UO paseq 193(oid |enjoe uo yiom dnoib Jo 19SgNs dAeY 03 djgen|eA swads osly °,sn Buiulof ul paysataiul
duoAue Joj awi/ajep siyy uo asay bunssw ai,9m,, Aes - dnotb ainua uiyum saiunpoddo 3o youni, Juanbaly alow abeinodul

*3]04 A10SIAIRdNS/I0JUSW SY3 UO Pasnd0) a10W 219M ASy3 ‘a9jusl e Se Jey) asuss ayj Ul papisdo] 94om SUOISS3S M3y Y

*9bueyd J0j suoiepusaWWOoIa) Ou dARY [ 9jep 01 -wedboud ayy buiAolus w,I

*WI00JSSeD 3y} JO 9pISINO saiiARoe dnotb aiow pue ‘welboid ayj 03 uonezjuebio/a4ndNIlS 310

3x3] asuodsay

2jeq asuodsay| Jaqunn

ST

uoiasanb paddiys
uoizsanb pasomsue

[

juno)
asuodsay

suondQ 1amsuy

‘wediboid Juawdojpnaqg ‘dweg

Huriojuay ajewad jojid ay3 10) Judwdaoiduwi Jo seale AJyauapl

ASAINS WIS-PI 800 SO2IUSI




"p4eoq uo pue pa3dses|ii[iHA

9q Apealje pjnom Jojusw 2yl "paJiy SI aAojdwa mau e Jaje om) Jo Ljuow e uibaq pjnom i Uiyl I
L[[B2 03 BUO AjUO 3U} 03 J|9S Aw uonisod T pue 3 dasy T JI AJINd3s qof,, Jo pedisul pateys aq 01 12SSe ([ Hi [ Hey sl rdA: 3 9 40)

ue se uonew.ojul Jo buleys pue Bujules| 23s 03 |e Jo ssaubuljjim 3y -ul 10 NOA eaJe ydIym Buliapisuo)
*uo buiob bunojuaw qol sy} uo aJow agAew-bunojuaw [ewdoul 1| T A e {11 k30 4]

00:£0:02 8002/ST/L0

‘diysuone|a. siy} wody Jysusq wnwixew 343 3196 03 Alueinbal 199w pinoys sesjus pue SI0JUS|y
*9jewpoe pue jsnipe wayy djay 03 uswuedsp ayj Jajus ASy) usym Jojusw e paubisse ale saaAojdwa MaN

IISETN] 00:80:8T ' 8002/ST/Z0

MG EREREIRTE] (00:S0:6T' 8002/ ¥ T/Z0
pue abueyd 03 uado aq p|NoYs SIapeaT] *Xoq ay3 Jo Ino bupjuiyl pue abueyd 1oy Apeas 21Ny nd e 3q pjnoys 1
2 00:90:9T 8002/¥1/L0

‘welbo.ad sy3 ul PIAJOAUL SIOSIAISANS JO UOIRISUSD JSBUNOA BU3 199 °31040q WOy SDURYD [[o o H ket (i [1 14 f A ¥ A4

e 4ons S| 31 2duls bupjuiyy Jo Aem siy3 03 uonisue.] [einjeu e 9q piNOM SIy3 ‘92404 HIOM 3} dARD| S934139. B}
Se)UIY} I *24n3NJ DU3 Ul JOJUSW JUS|[SIXS Ue 3q PINOM 3y MUlyl I "I9Spulll Siy3 sey Apeale JosiAladns Al
PRSI [00:0%:%T 8002/0T/Z0

‘paules) suossa| ‘abpajmous aJeys Ajjewlojul 03 suded| g youn| Aapenb 3soy pjnom (Sjuejunoddy ‘111

I1 ‘1 31 ‘suiwpy “*6-9) dnotb qol jeuoouny yoes agAely *Op pjNOM JOIUSW SSRIAIRDR JeUYM JO uoiledadxa
paysi|geisa Jo 195 e Yum 2319 ‘Woddns |elow S1a40 ‘Yum ydun| 03 sa0b ‘paliels 196 asAojdwa mau

sdjoy oym a011J0 1By} Ul UOBWOS - S9A0|dwia Mau ||e Joy welboud Jojusw e ysijgelss pjnoys 20140 yoe3
TR VYY) 00:8SET ' 8002/0T/Z0

3SIMIBYI0 NOA 3jdoad 193w 03 Ajlunjioddo ay) saAIb 0S|e I *papasu JI SUOIEILIPOW J0) WOO0J SaAed| )l 19A
pue 31 Jo 3no aJ4ow S396 BUOAIDAS MUIY} I *SInO 0} Jejiwis welboid bulojusw painionis e Jo eapl aul | I
QUESSEETREFGWEELIS (00:80:ET 8002/0T/Z0

MI0OM pue ‘I19y30 ydea aaoidwl 03 SHOLD SAJOAUL PINOYS T |, J[swiy Joj uew AJ9AS, 39 JON PINous 11

13| asuodsay 9jeq asuodsay| JsqunN

(1} uorzsanb paddiys
T uonysanb paiomsue

5

juno) suondQ 1amsuy
asuodsay

"1l ool
PINOYS 34n3|Nd SIYy3 3eyM JO seapl InoA aseys ‘ain3nd buiyoeod
pue Buliojusaw e buidojansp spiemo] sanow Judwpedaq ayj sy

ASAINS WIRI-PIIA 8007 SOUDIN




eI I00:Z2:02 8002 /8T /Z0
e awedaq [ jun ‘1913 e se qol Aw Jo 3ybnoyy J,usAey Ajjeal T "J0juSW AW pue SUOISSSS U WO 10| B PaUles| oA

*931e1S 9y} pue | OdDN 03 [nJasn aq pinod sanijige pue liEii] 800Z/8T/£0
‘s|ipfs ‘abpaimouy Aw Jeyy saniiqissod ayy pue 1 OADN Jo a1mpoid 19661g ay3 1e 300] 03 aw pamojje sey welboid siyl

p2102dxa 10 PAUOISIAUS T 1eUYM 30U J0JUSIN YIIM dIysuoneioy [ B A=tk 4411114 k13 LAY

BECYERWTGRIEINE] 10052002 8002 /ST/Z0
10} 221Ape punos ‘poob yim aw papiaold sey pue aaAojdwa ue se dojpasp pue molb aw padjay sey Jojusw Ay

IEIGRYG] 00:50:6T 8002 /¥T/L0
a3 Jo asnedaq uosiad aAiIsod alow e we I *19)1aqg 9 03 pasomodwd [994 T ‘USWOM 3SBY) puno.le we T awiy AISA]

"JUSAD Aep |4 "Jojuawl Aw yam uoissas ayy bunnp awn i =t Lilird Ay F40)
aJow Ajqissod pue dnoib ayj JO SIBYI0 Y YIM S} SI0W SW0s | pinom T “bunsaiaqul A1an usaq aaey saidoy ay L

"aoAojdwa Janaq e aq ued 1 moy pue ‘suonenyis ajpuey [ ST L) TF4))
0} Moy ‘sajetado | 0@ Moy Inoge 10| e paules] aAey I "1ealb usag aAey pusne aAeY I 3eY3 UoISSas bujules| ayl

"43IM 1DIBIUI AJ|BLUIOU 30U PINOM T SI9U30 J}IM }10M3U pue ‘dnoib 1OADN IN0ge Uiea] s padiay Sey AT E L A A% f4 L L LAY

"pazije3ided 9q piNoyYs pue ‘el AISA 948 SJUSWIUOIIAUD 3S0Y | “JUSWIA0IdWI pIemo) dALAS NOA 0S s|enba (1] H ik i ase:{i[ird/Aii 4 41
se pamaIA ale noA 'ajedpiied oym asoy) sajeadld ‘dnoib uos|ipy aya ul Ajjenadss ‘sidoad yons Ag papunodins buiag
"juaby|[23ul pue uayods |[oM BB OYM ‘S}SSPUIW Je|iWIS JO S|_NPIAIPUI YIIM JoeIjul 03 Ajlunjioddo ue S| 3] 1930 uy

*192.1e2 Aw J0 1531 ay3 Jnoybnouyy sapiroad weiboud siyy Sj0o3 ay3 [|e asn 03 anuruod ||, I ") Joj dn paubis 1 ped w Tl E i [ira Ay 3 4]

PEREENSEEEEESI IR 0080 €T 8002/0T/Z0
uay} pue ‘suoissas dnoib Ajyauow [e21doy syl a1 ‘welboid ayy Jo syadse Jualayip syl Aofus T “sAem Auew ul
aw pabeinodua aney pue ‘adualiadxa 1sd1y 12216 B Siy) apew aAey ‘sied Juatayip sy yum ‘ajoym e se weiboid sy

‘2jeloqe|d aseald ajeq asuodsay| Jaqunpy

uorysanb paddrys
uousanb pasomsue
'9)eioqe|e ases|d

0 6 1T
juno) abetany EYGeEITERTY] EY e EYTE B EY - EITERYEYY suondQ 1amsuy
asuodsay buney

£Spaau 1noA Bunaaw ul udadq wesboud syl sey ALY MOH

ASAINS WIR)-PIN 8007 SI2IUSN




*20ualIadxa 9|qeholua pue buiuaybijus ‘aaidnpod AsoA e usaq sey SIYL [ B add i far: (i [1rd kg8 F4))

“|[OM BUOp dABY NOA UBYM NOA Bune|niesbuod pue noA Buibeinodua auoAians aney 03 nydjay Asoa (LA a4 rd A T4
S131 "wedlboid BulojusW SjeWS) SY) Ul JISULIRUI SI Jeyl Ajunwiwod Jo asuas Buiyidn ‘eamisod ayp Aofus 1

L70Y] 00:€€:8T 800Z/vT/L0

"19sse 3|gen|eA e aq p|nom pue djweuAp AI9A sI ays 'sassad0.4d aininy Aue ul paAjoAul 93JAL e|(10Sid doay (] H detra et 1T A o M A))

LOADN uiyum 3 Buipuedxa ul 3onj Jo 359q pue wesboud [HAas: Il L § 4]
siyy bunayo 4oy noA yuey]  *siequaw dnodb Ino Jo ,S9ss900NSs,, aleys Ajjedlgnd am jeyy a1 os|e
I "soppnue buipeal Aofus 1 pappe-an|eA si SIYl Uiyl I "palejndJid usaq aARY 1Sa491Ul JO SaDIMe AjRleT

*SIaqUIBW PaAISaL U] JO 240w BAJ0AUl 03 Aem e pul) pinoys [LHIH A &l [y §740)
L,OOURUIWIOP,, Y1 YIM SUO 3} 12U} SWISS I "padue|eq 20w S| JOYI0 3y} pue ‘ma) e AQ pajeuiwop Sswass
dnoub auQ ‘syuedpiued ay3 Jo suonoeIRIUI BYI Ul SDUBIBIP B padijou pue ‘sdnotb omy pajisiA aaey |

afo4d siyy peay 03 uostad Jayaq e pald o 3,upinod Ayl jie|Idskid qol 3eaun [ iHay ST lira [} T 440)

j?1edipiued o3 Ajiunyioddo ayy sjepaldde 1 Jsneq AWA/LOA Buijew ul saaslaq Ajjead pue onseisnuyua [ E sy sl lira Lo § 741
SI OyMm 103oNnnsul Jealb e aAey am ey S1 Mo 9U3 Jo 1ed 1ealb Suo Uiy} I "S9jUSW pue SIojudW
a3 buowe uonedpiued yonw pajeald pue pabeinodua sey jeyy welboud 1ealb e s Uiyl I ‘[lelsno

Ix3] asuodsay

uorpsanb paddiys
uoijsanb pasomsue

uno) suondop 1amsuy
asuodsay

*SUI20U0D 10 SHUBWWO0D [euoppe Aue aieys ased|d

ASAINS WI-PIN 800Z SOUB




Mentors 2008 Mid-term Survey

Did you know your mentee before the program began?

Response
Answer Options Percent

Response
Count

answered question
skipped question




Mentors 2008 Mid-term Survey

Besides the monthly learning sessions, how often do you
interact with your mentee?

Response
Answer Options Count

| 22 |

answered question 22
skipped question 0

Response Text

Number |Response Date

07/09/2008 20:51:00 IR

Wy Eyp Lt A ENIH )2 monthly via e-mail

Oy p L ESEESH DI We meet once for lunch in between monthly meetings

WP P H LA least once a week, we either telephone or get in touch by email.

OB PL s e [ About once a week.

W BN P ER IS EH 1 or 2 a week

WP ES VA weekly or every two weeks

07/10/2008 19:27:00 :RVEENY

OCONGOCUIL,WNR

07/10/2008 20:43:00 B ¥iiilelsid

Wy TP L) v el Hi 1| We try to meet for lunch 1 day per month and I try to do drop in visits anytime I am in the area... approx 1/month

07/11/2008 14:03:00 [O]lCERTEES

Wy ESEPLES AP Only once so far

07/13/2008 16:46:00 [}yl

Wy s YR LS EE Hililmaybe once or twice

07/14/2008 12:13:00 [e]gle RIS

07/14/2008 12:45:00 \7=aAlln [

Wy B YPLLES I We try once a month

07/14/2008 15:35:00 [sJRVEEY

Wy YR ESE L H INot often enough because of her being on wc leave

Wy By PSP EHI ] One other time per month.

Wygsiy Pl EH D every other week via email or telephone

WPl PIp i lon a weekly basis




Mentors 2008 Mid-term Survey

Describe the type of interaction that occurs outside of the
monthly learning sessions.

Response
Answer Options Count
answered question 22
skipped question 0

Number Response Date Response Text

Wyl 3p i ol Lunch and meeting at her job

07/09/2008 21:00:00 [l

DR PL ) B H | We meet for lunch in between monthly meetings.

Wy By p LA H )] Due to distance, we simply 'stay in touch' and update each other with our work and life's happenings.

Wy pL SR Hi [ Mostly emails, several phone calls and an occasional lunch.

OBy pL L ESESDER ] Lunch, general work conversations, chit chatting sessions

Wy By PL S A )] e-mail/telephone/had lunch downtown....

Oy PO SRy A ) Lunch, e-mails, phone calls

CONOUAL,WNER

W BN PL I R EH [ Lunch meetings

07/10/2008 21:35:00 E=EELO]

Wy ERERL ST HVEH )| Friendly and open, very good conversation

07/11/2008 17:25:00 [Kijjle)]

Wby Pl R Had lunch each month besides monthly meeting

Wy YR B Hill lunch, email, phone

07/14/2008 12:13:00 [€hEcIRe] S

Wy R YR B H | ) touching base regarding the upcoming meeting

Wy BRI SR S )] Lunch (informal), shadowing (formal)

Wy Y PL S ) lunch, phone calls, or pep talks

OBy BLLES B LiH i | telephone conversations and emails

Wy BN PSP EH )| Talk on phone or via e-mail.

Wy By PSR EH )| We've scheduled a few meetings, but something as always come up.

Wy sy PSPPIl we normally talk on a week basis, also we have gone to lunch.




Mentors 2008 Mid-term Survey

What do you do in your sessions that occur outside of the
monthly learning sessions?

Response
Answer Options Count
1 20 |
answered question 20
skipped question p
Number |Response Date Response Text
07/09/2008 20 1[1)| Discuss promotional opportunities and ways to enhance her current position
0 09 D08 00:00 Y
We tend to talk about anything and everything. On the business side, what challenges she has and
0 0/2008 :H11)|we talk about possible methods to try to get what she needs accomplished.
/ 0 0/2008 ‘L Hi[INot Applicable.
Not sure I understand the question. We do talk about the things we've learned in the classes, but
0 D/2008 :Hililmostly I help her deal with issues at work when she's not sure what to do.
6 D D/2008 1[1)lshare general information/ family, church, career goals.

Discuss issues we both face today, career development, life issues and blessings

Discuss whatever topics she has questions about or I think might benefit her. Examples - preparing
for interviews, beefing up employment applications, professional organization participation,
experiences as a minority within the organization. I would have liked to have had more hands-on at
work experiences, but my schedule and the types of things I am working on have not really made
this possible.

- review applications]
- prepare for upcoming interviews[

g | 0/2008 11)|- vent frustrations regarding office politics or other personal matters
0 0 R EH DT remain open and always willing to listen and open any advice I can.
0 008 1[1)] We had lunch and chatted about our lives

Have lunch, talk about personal lives such as hobbies, families, vacations. Asked if there was
anything at the office or work related they wanted to discuss.

relax, relate

Talk about the material.

We did a 1/2 day job shadowing (took her to the BOT meeting with me), phones calls/emails

0 4/2008 1[-H1[1)]concerning interviews she went on and jobs applied for with DOT
: 0 4/2008 1[1)lgeneral discussions on how to....
0 DL B i [ Try to implement what we discuss in the meetings
No sessions outside the monthly learning sessions other than an initial meeting to get to know each
8 D 008 & Hilother and with one mentee visited her on her project for a project tour with my staff.
: 0 008 18 11 We've scheduled a few meetings, but something as always come up.

0 0 8/2008 1[1)]we discuss the previous sessions both giving our opinions which may lead to other discussions




Mentors 2008 Mid-term Survey

Would you be willing to serve as a mentor again?

Response
Answer Options Percent

Response
Count

answered question
skipped question




Mentors 2008 Mid-term Survey

I believe that I spend quality time with my mentee outside of the monthly learning sessions.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

3

4

1 2.590909

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

I believe that my skill set adequately matches the needs of my mentee.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

5

0

0 2.047619

answered question 21
skipped question 1




Mentors 2008 Mid-term Survey

I believe that she is comfortable with our relationship.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

2

0

0 1.909091

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

Please rate your effectiveness as a mentor.

Answer Options

Very Effective

Effective

Rating Response
Not Effective Average Count

2

20

0 1.909091

answered question
skipped question 0




Mentors 2008 Mid-term Survey

Please elaborate on the effectiveness rating of your
performance as a mentor.

Response
Answer Options Count

answered question 22
skipped question 0

[Response Text

Dy yP Dl Fe i By T am able to offer new ideas to my mentee.

I have a very different mentee. My mentee is a great person but has been with DOT much longer than myself as well as supervises many more employees
W LEYPLL PR EPH )| than me. T feel that I learn from her as well.

W BN PLDES PR DT think you'd need to ask my mentee how effective I am. I may think I'm fabulous, but what count is how effective my advise is to my mentee.

Dy LS HSP DT think that I have added confidence to my Mentee and this goes a long way - at work and for home life situations.

Although my mentee and I get along great, I don't have quite as much experience to offer her as some of the other, older ladies, and I wish I had more to giveg
07/10/2008 13:59:00 L8

Oy P LSS DT think T am an effective Mentee. However most of my effectiveness is not career oriented.

Oy PL A D Sometimes we don't see things the same way, but we can disagree and still remain friends at the end of the day.....

Oyl Bl Feel we should spend more time together. The week flies by with busy details. It must be a priority.

TIME & EXPECTATIONS! I've never been in a formal mentor program before and have certainly never served as a mentor for someone out side of my work
group and I feel this impacts my performance somewhat. It's hard to know what kinds of information I should be sharing that would be beneficial to AND
desired by my mentee. I love the ideas that some others have shared - such as sitting in on interviews - but work recently has not included any tasks like that,
In addition, I've been down two staff members (one to TMT!) and have been bombarded with numerous extra work tasks so sometimes, quite honestly, when
Gy NPT | live each day T have no desire to think anything NCDOT-related until the next day!

1st time serving as a mentor in such a formal capacity. Initially it was hard to gauge the boundaries of what I could or should say. It felt odd offering advice
W BN PLLEP R H ) to people who have had way more life experience than I have had.

Oy S VPLL TRV DT think that we have a mutual relationship that works well together.

WS VPLL AP My mentee is a challenging person. It would likely take more than a one-year relationship to really see her grow.

Oy by Pl SR H My mentee is very young and new to department. Her supervisor encouraged participation otherwise I don't think she would have felt the need or desire for it.
07/14/2008 11:40:00 \\X 4 lelgle e[ =F 1

Oy BRI PE T HDT have been able to care about my mentee but keep a level head so to speak.

My mentee has shadowed me for a day, I have given advice on jobs (interviews she went on) enjoy each job and don't apply for jobs that are not interesting
to you, it is not all about money. Long discussions on the organization of DOT (ins and outs). I have been a sounding board to her and trying to be a good
07/14/2008 13:10:00 [Tl

I think my mentee has learned from me as a mentor; however, she is in a very busy job as I am I and it is difficult for us to get together. This is an area that I
W ECYPLLER R 1]am trying to get her to work on...making time for herself.

Wy BP0 My mentee know that I am available to assist her on what ever the issues may be.

I have the necessary qualifications to be a mentor, however, my mentee has changed the field that she had hoped to go into because of her injury to her leg.
She will be unable to do much field work for some time. It is important for her to go toward working inside for a year or two to gain strength in her leg. I also|
Wy YL S R HI )| believe that she only hears what she wants to. I can only hope that she will continue to listen not only to what I have to say but others.

Wy BNyl HH DT think in the scope of providing what the mentees have asked for assistance on I have provided, but not much more.

W B PLDESEREHNT don't feel I'm very effective because I haven't had an opportunity to spend much time with my mentee.

W B PLDERPRPIHIIT am able to give her a different view on problems that she may encounter, and explain how I approach problems and issues.

Number |Response Date




Mentors 2008 Mid-term Survey

I believe that my relationship with my mentee will continue after the program concludes.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

5

1

0 2.090909

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

If given the option, would you ask that your mentee be reassigned?

Response Response
Answer Options Percent Count
Yes 9.1% 2
No 90.9% 20
Please elaborate. 7
answered question 22
skipped question 0
Number |Response Date Please elaborate.

WP PR HI ] Yes, to expand my Mentee's options for counseling and networking.

WLy pL N FHIDIT enjoy her and we have a great time together and have become great friends.

My mentee is a great person. Different back grounds, different interest. but that has
been park of the challenge for me...very much one to stick this one out.....until the
07/10/2008 17:55:00 [:])lsH8

Wy Ly P B T think too much of her....

No, she is very set in her ways and doesn't take advice well, but I hope I can help her
Wy EET RIS R T to grow, learn, and expand.

Due to the change in her ability to stay in the field that I am in. She will need more
W EEYBLLER R Hi 1| coaxing in the office work area and dealing with the public.

07/18/2008 12:25:00 L\JA




Mentors 2008 Mid-term Survey

I believe that the 4-hour duration is sufficient for the monthly learning sessions.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

0

2

0 1.909091

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

I believe that the session topics were relevant.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

0

0

0 1.454545

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

I believe that after each session I learned something that I could apply to my work situation.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

2

0

0 1.636364

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

I believe that the sessions are preparing me for career growth &amp; development.

Answer Options

Neutral

Disagree

Strongly Rating Response
Disagree Average Count

4

0

0 1.727273

answered question 22
skipped question 0




Mentors 2008 Mid-term Survey

Identify any courses offered in the pilot that are also offered to
the general employee population.

Response
Answer Options Count

answered question
skipped question

Number [Response Date Response Text
D7/09/2008 20 i1 Leadership, Pm's
0 0/2008 15 0 [1)PM school, and recruitment session
0 0/2008 1[1)]T am unsure of this question.
4 0 L LS EEDT think the film we saw in the first session should be shown to EVERYONE, male and female, new employee and seasoned vet.
D 0/2008 1[1) conflict resolution or dealing with conflicts was offered at one time to state employees.

I think that everything we have done so far (and when scanning the upcoming sessions probably everything else we will cover)
is beneficial information for all employees for personal and professional growth and understanding of the organization if they
are willing to invest the time to participate.

Each of the courses so far, I think, has been available to the general employee. However, every manager does not allow or

0 0/2008 2 Hi W encourage their employees to participate. [J
8 0 DOS i1 none noted
: 0 D08 i1 They all should. The TMT session and the hiring practices session was very helpful.
D D D08 :H1 1| Conflict resolution and negotiation;

Due to the position I hold I am required to have refresher courses every three to five years in the Conflict Resolution &

Negotiation Strategies and Leadership Skills . Even though I am required to take these refresher courses, it is different

because, of the setting and more involved discussions within the group. These sessions are set up to where you actually get to
0 B R )| discuss your problems and can get feedback from those who have had similar circumstances in the past.

D 8/2008 i1ln/a




Mentors 2008 Mid-term Survey

Answer Options

Describe any challenges you face, have faced, or are facing
with your mentee for which you feel ill-equipped to handle or

answered question
skipped question

Response
Count
17
5

Number [Response Date

Response Text

none

As a stated earlier there has been a great challenge for me. I enjoy all the monthly sessions and all topics and have used them in my
daily activities; however my mentee is much more experience in DOT than me. I feel that I learn from her also.

I don't have any that I know of.

We have not had any situations, as yet, that I have felt uncomfortable with, but if I had, I would feel VERY comfortable in contacting our
leader/teacher with any concerns.

She really has problem with one of her coworkers, and although I've tried to gently suggest some actions, she has completely ignored
me.

none

None

Just not knowing if our relationship is beneficial for her and meeting her expectations.

How to listen and help without becoming mentally and spiritually overwhelmed by someone else's stress/problems.

None

none noted

My mentee had a worker's comp issue that I did discuss with my Division Engineer because I did not know how much I should be
involved. He gave me some great advice and helped me to think through the situation.

Dress and appearance, not dressed professional, very aggressive, wants promotions tomorrow, takes things very personal.

She dwells on the past and doesn't want to make the necessary changes fast enough for me. I realize that she is a slower passed person
and has some personal problems to deal with. It will take more time and patience to lead her where she would like to go. However,
since she has been injured she is having to change fields of occupation to stay working for DOT.

None.

None

n/a




Mentors 2008 Mid-term Survey

Share any lessons learned in the establishment/development of
our relationship with your mentee.

Response
Answer Options Count

| 15 |

answered question 15
skipped question 7

Number [Response Date Response Text

Wy EyP L I H ] A better understanding of the hiring and payroll process.

Wy EYP L AR LT have learned how different the culture is at DMV as compared to DOT.

I've learned how life's situations can actually help a person grow and become stronger, as she has experienced a
Wy R RIS EHEH 1) variety of obstacles to overcome - AND HAS! I'm very proud of her.

I really have to listen to what she is saying, even though she may not be saying it out loud. In other words, I've had
OBy P ES TRV to try to learn to read between the lines.

People have totally different views and opinions/a big thing to one person may be a little thing to you...but if it
WA ELYRL LB A 1] concerns them, the least I can do is listen and voice my opinion on the matter.

WP EHe S H 1 Be willing to listen and share and that mentors can learn just as much from their mentee

W E TP e HI 1| See above - spend more time exploring expectations!

- be patient]

- it seems to be ok if you don't have an answer for everything... just listening is a good place to start(]

- you might have to get away from the office to make it more comfortable to really say what you think[(J
WAL PLNEPPHEH - be clear in what you mean or intend with your words

Wy EREPLLESERER Tt would have been nice if we were in the same area.

Wby p LS A Hil ) Separate physical locations can prevent quick chats, visits or lunches.

07/14/2008 11:42:00 [gle]al=Nale)e=te]

My mentee is on a slower pace than I am. I can give advise but cannot change a person overnight. It takes time,
Wy E YR EHb ) patience and willingness on both ends.

Even though I have enjoyed building relationships with both of my mentee, I would not do two again. I do not feel I
Wy B POl ER TS 1| have enough extra time to devote to these relationships. I have been reactive with tem instead of proactive.

WLy P A PHSeH ] Life happens, but its up to you to make it happen.

I learned to ask questions and really listen to what my mentee is saying and what she isn't saying. This can help
07/18/2008 12:36:00 with the direction she may need to go in as well as give opportunity for suggestions.




Mentors 2008 Mid-term Survey

What is your opinion of gender-based programs within the
framework of a department-wide mentoring program for all
Response
Answer Options Count
answered question 21
skipped question 1

Number [Response Date [Response Text

Wy LEFPLD P LT believe every one will benefit from the mentor program.

I think that gender- based programs within the framework of the department is a great idea. It gives both men and women a
chance to network and meet others in other departments. After all we though we have many different departments/branches
Wy L EYPLL PR R T within DOT everyone operates differently. Mentoring allows us to see how others operate.

I think it would be a great idea. I'm speaking more from the engineer side, but as female engineers, we tend to think we have
to do everything on our own and never ask for help to prove ourselves. It would have been great to have someone to bounce
ideas and fears off of when I was coming up in the department, instead of having to learn everything the hard way.

Some would benefit from the 'mix’ of opinions and insights; but some who will not open up and be honest and will feel
Wy BT PR E H D uncomfortable in that setting. I would hope that the FEMALE MENTORING program would continue.

I think its extremely important, since historically most women coming up through the ranks have not had another woman in
O LT PO DS EHVE [ power to look up to.

Wy BN LD A ] The program should be on a volunteer basic/ other than that great ideal.

DB PL R B H 1 [Uf My mentors were male. That worked well for me. T think folks should have the option.

I do not support them or any other mentor program that singles out specific commonality in general. This stems mostly from
execution and design of the Male African American affinity group several years back (I had an employee who participated and
am happy to discuss my experience dealing with it, if desired). I did not participate in the first female-based mentoring
program b/c of this. I chose to participate in this b/c I did not want to lose the opportunity to perhaps affect someone in a
good way and I feel that, as a supervisor within my Branch, it was a good thing to do. I still hold true to my belief that the
best professional mentors are not always the same gender, race, department, whatever, but the ones that you personally hope
to emulate in your career. I am looking forward to the non-gender, non-raced based programs that have been promised in the
07/10/2008 21:23:00 [N

Women encounter a unique set of "problems" in the corporate world. This mentoring program is critical to helping develop the
DB pL S e Hi [ [ talented diversity that department seeks. I think confidence and awareness are fundamental building blocks for these women.

I think you are better able to relate if you are the same gender. Men and women have different obstacles and challenges in the
U BT RPLL SRR workplace especially in certain roles.

O B TP ES AR [ Men would benefit from this, too. But, it's nice to have an all-female forum to discuss issues.

Wby P LD T Hil | Overall beneficial. Allows networking and meeting people you probably wouldn't meet in your smaller work unit.

W BRI EREREPH 1| great, one would need a venue to express themselves with liked minds and interest

I think gender based programs department wide are needed to initiate and cultivate a closer stronger workforce. I learned a lot
about some of the different roles and challenges that other women have faced. This has given me a new respect for women
Vg by PR PR H 1 and other job classifications.

Wy TP LD SR EHIT think the mentoring program is a great idea for all employees, but doesn't have to be gender based mix it all up.

I think there are pros and cons. Participates tend to be more open in a gender-based environment; however, I think it can
sometimes become an us versus them mentality and you only get one side of the issue. I think it would be good to have an
Ly ) kYRR kRIS 1] option of gender-based or not. Some employees may benefit more from having a mentor that is a different gender.

I think that it is a great idea, however, I don't think that there will be the openness and honesty that is present with the
Wy BV ELL P R individual genders. One gender will try to outdo the other or dominate the sessions.

I think it is great. Female mentoring provides a sort a safe place that may not be able to be achieved in a non gender based
07/15/2008 14:36:00 | [l clyN

O By P ER ST OIT think it's definitely necessary; however, I also feel the needs can be drawn across racial lines in some instances.

Wy B POD S P HGH ] Gender based is safe and probably more comfortable for most people.

Oy sk P LD PR H 1] Gender based programs is a very good idea. I hope my mentee has learned from me as well as I have learned from her.




Mentors 2008 Mid-term Survey

Identify areas of improvement for the pilot Female Mentoring
&amp; Development Program.

Response
Answer Options (oe11])14

1 2 |
answered question p.)
skipped question p

Response Text

07/09/2008 21:16:00 L\IZ

I would like to see more emphasis and direction on... like inner growth than policy discussions at the meetings. For instance, we
got the PM school in our Divisions. I really enjoyed the difference between the genders class. Things that can enlighten us to make|
Wy B EL LS P EHG )| better choices and educate us on difference and challenges and how to overcome them.

None that I can think of; communication is excellent all around and I feel we ALL are benefiting from our sessions, Mentees and
07/10/2008 13:05:00 NENCSEILCH

DB PL STV ] Sometimes the interactive portions seem to get way off track of the topic.

Number Response Date

The class are great the timing of the classes at times create a problem for me...Drive to work at 8:am leave at 9:30 ..would be nicg

to schedule fi be 8-12/or 1:00 that k day is not split...Not th ti driving to cl d back t K.
07/10/2008 18:07:00 edule from maybe /for at way our work day is not split...Not the mention gas driving to class and back to wor

WYL EHeloH o [ More folks need to be involved.

Better marketing? I am surprised by the lack of participation in some aspects. I am the ONLY participant from my Branch and we
(BN EL LSRR EP R[]  have lots of people that T think would benefit from the program.

There seem to be too many voices looking to dominate the Raleigh session. A smaller group would allow for involvement from
WyAELT RIS R Hili ) everyone... even the introverts.

07/11/2008 14:09:00 [\[e43

W BRI AR So far, it's been great!

For the central group with no travel time, meeting should be in am and close with lunch or start with lunch and end in PM. Splitting
WYL S Ho )| the day is not a good idea. Hard to get momentum back after lunch and leaves "pieces" of a day in AM and PM that is non-
07/14/2008 11:42:00 [slelalYlelcCs]

WYL PP ISH | Recruit more women in the western and central regions of the state. Advertise more?

LB VRIS EH e )| Learning a lot, maybe a half day class for Raleigh either morning or afternoon instead of breaking up the entire day

OB YR RIS T think the 4 hours plus lunch is a little lengthy. Perhaps 3 hours would be better, or 4 hours with lunch brought in.

I would like to see if the sessions could get a little closer to where I am. In the western part of the state. We in the west have to
W EEYPLLER LR EH ) travel a great distance. It would be nice to have a place to meet in Statesville or Asheville.

Wy By P ST H S I Need more flexible times.

DBy P B LT think meeting outside of the sessions should be mandatory for continued participation in the program.

07/16/2008 12:53:00 L\[)i{3

I think the program will improve with practice, the only session I think needs improvement would be the session on career

Oy R D0 IR 1)| development, the presenter did not seem to have the best knowledge so it was very difficult for her to answer the questions.




Mentors 2008 Mid-term Survey

As the Department moves towards developing a mentoring and

coaching culture, share your ideas of what this culture should
Response

Answer Options Count

answered question
skipped question

Number [Response Date Response Text

As it is...open and offering input. I'd say our efforts are well appreciated and expressed.

Very much the same, except I see it being available for women and men with the same type of important topics covered.

0 yELLESEE | Really there were very few sessions I attended that wouldn't have applied to men as well as women.
0 LA )| Diversity, leadership
It should be a job requirement and in the air every day. Leaders and managers much learn how to mentor effective each day
4 D 0/2008 19 iJ1)and that is their job. It be seen as important and that it grows the best employees.
0 0/2008 1[1)Not sure. Hope to give better input after the program!

Mentoring should be encouraged down to the most informal levels and the lowest pay grades. We are facing a crisis in the
blue collar positions. We need to find a way to recruit and develop TW's, crew leaders, and supervisors. [J

|
I also think a program should be developed to mentor students, in an effort to cultivate our future. Again, down to the blue
6 0 0/2008 “Ho[v) collar positions.
0 ESEHEHDT like continuing with the gender based mentoring.

Continue to match those with similar careers; to participate should have been with DOT at least 3-5 years to avoid those just
coming in and out. Yes, this might make some stay but a one to two year employees, I feel, doesn't benefit as much as

8 0 1[11:35 (31 o [1)] someone who is ready for the next step.

g 0 D08 -y H1[1lgender-based

0 0 D08 11 Trust. Having those employees that are supervisors that can be trusted and you know you can go to them with issues.
0 D08 1[I think it should be multi-faceted and not focus on separating men and women.

As I see it right now, I like the topics that we discuss in the sessions. We will need to have sessions on more ethnic groups
because we are hiring different nationalities. This not only creates a problem of communications but need to look at their
0 Vb H e Ho )| cultural differences.

0 65/2008 11 Definitely some shadowing and cross training if possible to allow movement within the Department.

4 D 8/2008 JHlnot quite sure




Mentors 2008 Mid-term Survey

How effective has this program been in meeting your needs?

Rating Response
Very Effective| Effective Not Effective Average Count
10 11 0 1.52381
Please elaborate.
answered question
skipped question

Number [Response Date [Please elaborate.

WP S I ESEEV ] IE has challenged me in my personal and professional development.

Even though I am a mentor, I feel that I have gone as a person. I have enjoyed all the monthly sessions thus far and have gained lots of
friends that I would have not meet if not for the mentoring. I feel that is a GREAT networking tool and will enhance my career growth in
07/09/2008 21:16:00 LRV

WP PR HD I As T stated in my Mentor application, there's something about being a part of someone's growth.

WP HSH ) As 1'd said previously, these sessions spill over into our daily lives and are helpful.

I've learned so much in the classes, and I've also learned a lot about the "next generation" of women, who may be looking to me for
07/10/2008 14:05:00 [c[Ll[C1ylCH

I have learned so much from it session. The ladies have really inspired me to get up and do something different...we allow fear to hinder us
Gy B PLD Ry )|in so many areas of our life...so I decided to step out in the boat a little.

W By PL kR B BedH 1| Networking, listening, and learning from a broader spectrum within the Department is eye opening.

- building some confidence.(J

- expanded networking [J

- forcing self-reflectionJ

Wy By PL PR RN - learning that you are not alone

I have had the opportunity to meet different people in the organization that I would not otherwise have been able to do. I also have
LR VPL TRV EH ] learned a lot from each session that was offered.

I see the need for more mentors, but I wish I could be a mentee, too. Length of service with DOT/the state is not the only indicator for a
Wy ERYEPLLES Y AE I person needing or benefitting from a mentor relationship.

WP EEESH ] as T stated early, the support that the group extends is priceless

Wy R RO R icHi ] Learned a lot of valuable information and met some fantastic women/co-workers.

I have taken a deeper look at myself and seen some weaknesses and strengths. I have been trying to fine tune some of my skills in dealing
W YRS H R with co-workers.

Wy P T EC S Learning sessions have been helpful.

Wy By PO DI I'm really neutral on this one.

W BRI PR H [ Being @ mentor has built up confidence in me that was laying dormant. It has also helped in my transition to a supervisor position.

This program has allowed me to see the problems and issues other women are having, and what solutions they used. This program has
y By pLL PR )| given me the opportunity to look at things in a different aspect from both mentors and mentees views.




Mentors 2008 Mid-term Survey

Please share any additional comments or concerns.

Response
Answer Options Count

answered question
skipped question

Response Date Response Text

I think that Priscilla has done an outstanding job on organizing, communicating, teaching, leading, etc. I have very glad I
WDy PI LSRR ) participated in this program.

W B PO DS EHEH I None at this time, except to say that our leader and teacher is EXCELLENT and appreciated!

This has been a excellent program. Thank you all for the time you invested in me, you did not have to do that, you could have
07/10/2008 18:07:00 Ex:I[« N[N

W s BP0 HeH ] Priscilla has done an amazing job. She has my vote for President.

Perhaps a session for mentors only (on coaching, etc.) could add some value and would allow mentors to focus on networking
Wy BRI ER AR with each other, too.

W B PO DS A H 1 Management and leadership of this years program has been high energy, very involved, and very well planned.

Priscilla, you are great leader/speaker/teacher, you make the class even more interesting and fun. I learn something every
07/14/2008 13:13:00 =SSR

I hope that the mentoring program will continue after this year. I would like to continue to be a mentor, because I not only
have to figure out how to help someone else but how to fix my own problems at the same time. It is a challenge to me and I
like it. The mentoring program is for anyone who wishes to improve themselves. The whole idea behind this program is to
make the necessary changes in people to make this a better place to work and maintain the best employee that you can get to

W ARy PL I Hi i meet our Mission, Goal, and Values.

07/16/2008 12:53:00 \[eJyl=H

07/18/2008
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ISSUE TO BE REVIEWED (HYPOTHESIS)

Improvement of talent management was identified as one of five transformation initiatives for the Department.
The diagnostic showed the Department’s talent systems are failing to recruit and retain critical talent, drive
employee performance, and retain top managers. Drawing on best management practices of industry and the public
sector, the Department’s reinstatement of the pilot female mentoring program was viewed as an important step to
improve retention and reinvigorate employee development. The first pilot female mentoring program, which was
initiated in 2005, was restricted to female employees working in the Raleigh area. That program was an outcome of
the Special Emphasis Project (SEP), a project endorsed by the State Personnel Commission, Office of State
Personnel, to address concerns of females employees within the state government employment system.

RESEARCH AND FINDINGS

e The SEP report for female employees identified the following trends within state government:
o Female employees make up 48.9 percent of the total state (SPA) workforce yet comprise 71.5 percent of
the low wage occupations.
o African-American females hold the majority of low wage occupations.
o Female-dominated jobs are often paid less than male-dominated jobs even if they require the same or a
greater amount of education, experience, and responsibilities.
o There is limited representation of females in occupations that have decision-making responsibilities.

e Specific demographic data for the female employee population within the Department, as reported in the North
Carolina Department of Transportation 2007 Equal Employment Opportunity Plan, is as follows:

o The Department did not meet its goal for female representation within its employee population. Actual
percentages for 2006 indicate 15.3 percent of the employee population was comprised of white females,
5 percent was black females, 0.2 percent was Hispanic females, 0.3 percent was Asian females, and 0.3
percent was American Indian females. The goal was 48 percent for the aggregate female representation,
but the actual representation was 21.3 percent. (page 18) Individual goals were as follows: 35 percent
for white females, 10.2 percent for black females, 2.4 percent for Hispanic females, 0.5 percent for Asian
females, and 0.5 percent for American Indian females.

o The Department did not meet its goal for other minority females (other than black females) and white
females for management-related occupations. (pages 20 — 21)

o For officials and administrators, the Department did not meet its goal for workforce representation for
white and other minority females. (page 20)

o Workforce representation in management-related occupations for black and other minority females
declined in 2006. While the Department met its goals for black females, workforce representation goals
for white and other minority females were not met. (pages 20 — 21)

o For professional occupations, the Department did not meet its goal for workforce representation for
females, although numerical representation increased since 2004 for white and black females. (pages 21
—-22)

o The Department did not meet its goals for white, black, and other minority females for technician and
technologist classifications. (page 22)

o For administrative support, the Department exceeded its goals for white and black females. The goal
for other minority females; however, was not met. (page 23)

o For protective services, the Department did not meet its goals for females. (page 23)

o The Department did not meet its goals for white, black, and other minority females for skilled craft
occupations. (page 24)



o The Department did not meet its new hire goals for females. (page 25)
o While the Department met its promotion goals for black and Asian females, it did not meet its goals for
white, Hispanic, and American Indian females. (page 26)

e The 2005 Pilot Female Mentoring Program was modified for statewide application. A survey was conducted
among the 2005 program participants. The survey participation rate was 40 percent.

e Significant changes that were made to modify the pilot to a statewide program were:
Mentor-mentee assighments were based on needs of the mentee.

Provided mentoring training.

Obtained buy-in from division/unit/branch/section to ensure patticipation.
Increased accountability for all participants.

Allowed lunch time to be a networking opportunity rather than work session.
Increased number and duration of learning sessions, and curriculum topics.
Required reporting of activities apart from monthly sessions.

O O O O O O 0 O

Created regional programs (Central, Eastern, Western, and Raleigh/Wake County) with identical
programs.
o Modified name of program to reflect emphasis on professional development.

e Pilot Female Mentoring & Development Program demographics:

o 29 mentors — initial, 30 — current (as of report)

o 31 mentees — initial, 30 — current (as of report)

o Participants are from BSIPS Center, Communications Office, DOH, DMV, Fiscal, General Services,
Information Technology, Office of Civil Rights & Business Development, Office of Environmental
Quality, and Secretary’s Office

o Classifications include administrative, technical, financial, and customer-service oriented

o Three regions: Raleigh/Wake County, Eastern, and Central. Few participants from the Western Region
were absorbed into the Central Region

e On October 25, 2007, Roberto Canales, P.E., Project Manager for the TMT issued to the DOT employee
population via Distribution A, an email entitled, “NCDOT Talent Initiatives — Formal Mentorship Programs.”
This email announced the Secretary’s approval of the TM'T’s recommendation to develop a department-wide
mentoring program to enable the “DOT to transform to a coaching culture that builds an effective workforce
for the future.” Part of this effort was the reinstatement of the Raleigh-based Female Mentoring Program,
which was initiated in 2005 as a pilot. The pilot was reinstated again as a pilot program for a statewide
application.

e A mid-term survey was conducted to assess the program’s effectiveness for the first six months. The survey
was launched utilizing Survey Monkey with a participation window that extended from July 10, 2008 through July
18, 2008. The overall survey participation rate was 73 percent (Mentors — 73 percent and Mentees — 72
percent). Survey was composed of 24 questions: 14 short-answer type questions, eight 5-point Likert Scale
questions, and two three-point Likert Scale questions. A copy of the survey with the raw data is attached in
Appendix A.

Overwhelmingly, survey participants stated that they would serve as mentors: 95.5 percent of mentors stated
that they would serve as mentors again and 80 percent of mentees stated that they would be willing to serve as
mentors in the future. The program’s effectiveness in meeting the needs of the participants also received stellar



marks: 52.4 percent of the mentors rated the program as effective in meeting their needs while 47.6 percent
rated the program as very effective. Similarly, 45 percent of mentees rated the program as effective in meeting
their needs while 55 percent rated the program as very effective for the same category.

73 percent of mentors and 76 percent of mentees believed that their relationship would continue after the
program concludes. This indicates that once the formal/planned mentoring program ends, participants will still
engage in an informal mentoring relationship.

Recommendations

July marked the half-way point in the program’s duration and overall, attendance in the program has been
exceptional. Because participants are encouraged to attend sessions of other regions when scheduling conflicts
exist, the Eastern Region was the only region to achieve perfect attendance for all sessions through the month of
June.

Generally, evaluations for the learning sessions indicate a desire for the curriculum to continue in a statewide
mentoring program, which will include all employees of all classifications. Curriculum topics covered to date are
Invisible Rules: Men, Women, & Teams and Team Building; It’s Your Career! Take Charge! State Application,
Employee Profiles, & Merit-based Hiring; DOT Organizational Overview & Career Day Panel; Transformation
Overview and Status, TMT Talent Management Update: Results-based Performance Management, Performance
Metrics, and HR Initiatives; and Conflict Resolution & Negotiation Strategies. The topics for the remainder of the
program include Leadership Skills; Interviewing Skills & Communicating Your Way to Success; Life Skills —
Balancing Professional and Personal Challenges; and Myers-Briggs Type Indicator Assessment.

As an affinity group, female employees have unique needs and concerns that should be addressed in a safe
environment. A mentoring program specifically designated for this special demographic has proven successful in
creating a forum where female employees can candidly and openly discuss issues of particular concern to them.
Participants have indicated on evaluation forms and stated in the learning sessions that this gender-based program
should continue. However responses in the mid-term survey were mixed. Below is a sampling of responses to the
mid-term survey question, What is your opinion of gender-based programs within a framework of a department-wide mentoring
program for all employees?

» 1 think that gender-based programs would be a great addition to the department-wide mentoring program.
They offer environments for individual growth and encouragement that otherwise would not be there.
(Mentee)

» 1do not support them or any other mentor program that singles out specific commonality in general. ...I
am looking forward to the non-gender, non-race based programs that have been promised in the future.
(Mentor)

» 1 think it’s important to allow options — offer both gendet-based (female mentoring) and men/women
mentoring and let [the] applicant decide which arrangement is best suited to his/her needs. (Mentee)

» Women encounter a unique set of “problems” in the corporate world. This mentoring program is critical to
helping develop the talented diversity that [the] department seeks. I think confidence and awareness are
fundamental building blocks for these women. (Mentor)

What should be contemplated in designing the new mentoring program is how to accommodate the needs of
female employees within the framework of a gender-neutral mentoring environment. Complete survey responses
are provided in Appendix A.



At the program’s announcement, an email was received by Alfred Griffin, an NCDOT Employee Relations
Representative, threatening to file a charge of discrimination against the agency. A copy of the email is attached in
Appendix B. Mr. Griffin contended that race- or gender-based employment programs were illegal absence a bona
fide occupational qualification. The Department must be advised if affinity-based programs can be legally
incorporated within the mentoring and coaching culture it is trying to create.

The North Carolina Department of Transportation 2007 Equal Employment Opportunity Plan (Plan) states “The
purpose of the Department’s Equal Employment Opportunity Plan is to facilitate greater inclusiveness of all persons across all job
categories. 'This purpose may be accomplished by shifting the focus of employment to historically underrepresented
groups, and demonstrating a concerted good faith effort toward their recruitment, selection and
development pursuant to the Department’s EEO Plan and its Merit Based Employment policy.” [emphasis
added] Despite this declaration, the Department has not embraced this program as a means to “demonstrate a
concerted good faith effort toward their recruitment and development.” In fact, the Plan lacks any substantive
programs designed to accomplish this goal for females — a documented underrepresented group in the state
government system. The only two female-focused programs highlighted in the Plan, Introduce A Girl To Engineering
Day and Bennett Power Girls College Day, are targeted to high school-aged young women and not the Department’s
female employee population.

In a statewide effort to improve development opportunities for female managers, OSP established the Leadership
Institute for Female Employees (LIFE). The program is located on the campus of North Carolina Central
University and includes a curriculum focused on the development and honing of leadership skills. After the initial
weeklong program, participants meet monthly for five months to complete a team project in which they
demonstrate the leadership competencies learned. The Department has only allowed two female managers (one in
2006 and 2007, respectively) to participate in the program since LIFE’s inception in 2005. This program should be
included in the training opportunities offered to female managers and leaders, and should be used as a recruitment
and retention tool. The Department should focus greater effort on the development strategies and programs to
enable the Department to meets its EEO goals for female employees. Data collected through OSP and within the
agency support such action.
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Program Demographics

e Participants

30 mentors
2 BSIPS
1 Communications Office
4 DMV
21 DOH
1 Fiscal

1 Office of Civil Rights & Business Development
1 Secretary’s Office



Program Demographics

e Participants

30 mentees
12 DMV
14 DOH
1 Fiscal
1 General Services Division
1 Information Technology
1 Office of Environmental Quality




Program Demographics

e Regional programs
Raleigh Group
DOT Training & Development Center, Raleigh, NC
Central Region
DOT ROW Office, Winston-Salem, NC

Eastern Region
DOH Division 4 Conference Room, Wilson, NC



Program Demographics

e Participating divisions

Division of Motor Vehicles
Commissioner’'s Office
Driver's License
Fiscal
IRP
Vehicle Services

Division of Highways
Alternative Delivery Unit
Bridge Management




Program Demographics -
continued

Hydraulics

Highway Administrator’s Office

Highway Divisions (2, 3, 4, 5, 8, 9, 11, 13, & 14)
Project Development & Environmental Analysis
Right-of-Way |

Roadside Environmental Unit

Transportation Planning Branch



Program Demographics -
continued

Business System Information Portal Support
Center

Communications Office

Fiscal Division

General Services Division

Information Technology

Office of Civil Rights & Business Development
Office of Environmental Quality

Office of the Secretary



Program Demographics -
continued

e Classifications
Accountants
Administrative & Executive Assistants
Administrative & Business Officers
Directors & Deputy & Assistant Directors
Driver's License Examiners
Engineers
Hearing Supervisors
Information Processing Assistants



Program Demographics -
continued

Legislative Liaisons & Coordinators
Managers

Office & Processing Assistants
ROW Agents

Transportation Supervisors
Transportation Technicians
Technology Support Analysts




Survey Results

e Survey Stats

2 surveys launched: Mentors & Mentees

Surveys launched via Survey Monkey on 7/10/08
and closed 7/18/08

Program participants notified via email
Participants directed to a link to complete survey
Survey restricted to one submittal per computer

10



Survey Results - continued

e General Survey Stats

Overall Participation Rate — 73%
Mentors’ Participation Rate — 73%
Mentees’ Participation Rate — 72%

Survey composed of 24 questions
Short-Answer Type — 14
5-point Likert Scale Type — 8
3-point Likert Scale Type — 2

11
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Survey Results — continued :
Mentors 2008 Mid-term Survey Mentees 2008 Mid-term Survey
Did you know your mentee before the program began? Did you know your mentor before the program began?
Dntig O .' - UPTtIo DO D
Yes 22.7% 5 Yes 14.3% 3
f—’ <
< No R — No 85.7% 18




Survey Results — continued

Mentors 2008 Mid-term Survey

Would you be willing to serve as a mentor again?

Response
Answer Options Response Percent Count

Mentees 2008 Mid-term Survey

Would you be willing to serve as a mentor in the near
future?

Response
Answer Options Response Percent Count

skipped ques

question

voed question



Survey Results — continued

Mentors 2008 Mid-term Survey

Please rate your effectiveness as a mentor.

>

Very Response
Answer Options Effective Effective Not Effective Count

20 22

answered
question

skipped
question

14



Survey Results — contin

Mentees 2008 Mid-term Survey

Please rate the effectiveness of your mentor.

Very
Answer Options Effective

Not Response
Effective Count

15



Survey Results — continued

Mentors 2008 Mid-term Survey

How effective has this program been in meeting your needs?

Not Response
Effective Count

Answer Very

Options Effective Effective

11 0 21

10

17

Answered
question

skipped
question

16



Survey Results — continued

Mentees 2008 Mid-term Survey

How effective has this program been in meeting your needs?

Not Response
Effective Count

Answer Options Very Effective Effective

answered
question

skipped
question

17



Survey Results — continued

e /3% of mentor respondents and 76% of
mentee respondents believe that their
relationships will continue after the program
concludes.

e /6% of mentor respondents and 66% of
mentee respondents believed that the skill set
of the mentor matched the needs of the
mentee.

e 85% of mentee respondents and ~91% of
mentor respondents agreed and strongly
agreed that they were comfortable with their
relationships.

18
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Mentors 5-poin# Likert Scale Results
Question SA A N D SD
¢ monthly 4.5% 59.1% | 13.6% | 18.2% | 4.5%
19% 571% | 23.8% 0 0
I believe that she i 182% | 72.7% | 9.1% 0 0
I believe that my rglaiee ¢ will continue after the program 22.7% 50% TG 4.5% 0
concludg \\
believe that the 4-hour duration is sufficient for the monthly learning sessions. 27.3% | 63.6% 0 9.1% 0
I believe that the session topics were relevant. 54.5% | 45.5% 0 0
I believe that after each session I learned something that I could apply to my 45.5% | 45.5% | 9.1% 0
work situation.
I believe that the sessions are preparing me for career growth & development. I 45.5% I 36.4%

Legend: SD - Strongly Disagree; D - Disagree; N — Neutral; A — Agree; 19
SA - Strongly Agree; Bolded responses denote highest percentages.




Survey Results — continued
Mentees 5-point Likert Scale Results

We’re on target with

SA - Strongly Agree; Bolded responses denote highest percentages.

Question course curriculum! A | A | NI D ISP

I believe that I SW/ - Wessions. 28.6% | 28.6% | 28.6% 0 0

TSN %l 23.8% | 23.8% | 0 |9.5%
42.9% | 42.9% * 0

47.6% | 28.6% | 19% 0 %

I believe that the 4-hour duration is sufficient for the monthly learning sessions. 19% | 57.1% | 9.5% | 9.5% | 4.8%
I believe that the session topics were relevant. 38.1% 0 0 0
I believe that after each session I learned something that I could apply to my work situation. 38.1% | 4.8% 0 0
believe that the sessions are preparing me for career growth & development. 23.8% | 4.8% 0 0
Legend: SD - Strongly Disagree; D - Disagree; N — Neutral; A — Agree; 20




Survey Results — continued
Short-Answer Questions

Besides the monthly learning sessions, how often
do you interact with your mentor/mentee?

Describe the type of interaction that occurs
outside of the monthly learning sessions.

What do you do in your sessions that occur
outside of the monthly learning sessions?

|ldentify any courses offered in the pilot that are
also offered to the general population.

21



Survey Results — continued
Short-Answer Questions

Describe any challenges that you face, have
faced, or are facing with your mentor/mentee
for which you feel ill-equipped to handle or for
which you need assistance.

Share any lessons learned in the establishment
and/or development of your relationship.

What is your opinion of gender-based programs
within the framework of a department-wide
mentoring program for all employees?

22



Survey Results — continued
Short-Answer Questions

|dentify areas of improvement for the pilot
Female Mentoring & Development Program.

As the Department moves towards developing a
mentoring and coaching culture, share your
ideas of what this culture should look like.

Please share any additional comments or
concerns.

23
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